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ABSTRACT 

The current study explored the intention to identify the impact of organizational 

justice and management practices on university employees’ performance. This research 

was drawn on the positivist paradigm under quantitative approach for the attainment of 

objectivity in the results. The data was collected through the survey method from 

university employees comprising of 50 respondents each from top management, middle 

management, teaching staff and custodian staff to find out the impact of the 

organizational justice and management practices on the employees’ performance in the 

province of Punjab. The researcher personally visited all the 10 universities (05 public 

& 05 private) to administered the tool from 500 respondents to record responses by the 

simple random sampling technique. The university employees ‘Organizational Justice’ 

(OJ) was measured by the University Employees Organizational Justice Questionnaire 

(UEOJQ) and management practices was measured by University Employees 

Management Practices Questionnaire (UEMPQ) that was adopted after having 

permission from the developers. Whereas, employee’s performance was measured by 

taking their performance score calculated by their institutions in terms of their 

evaluation through Performance Evaluation Report (PER). The results helped to 

conclude that organizational justice and management practices has a significant impact 

on the performance of university employees. On the basis of these results, it is 

recommended that university administration may revise their policies of organizational 

justice while considering the employees’ current needs consider sharing the results of 

performance evaluation of employees at regular intervals that become the reason to 

motivate the employees to work with more devotion. 

Keywords  

Organizational Justice, Management Practices, Employee Performance 
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CHAPTER I 

INTRODUCTION 

 Organizations are supposed to be an area where employees of different nature 

and temperaments perform their tasks or duties assigned by their administrative staff 

(Moazzezi, Sattari, & Bablan, 2014). In the current era where people are making 

progress in every field of life, changes are also observed in the way organizations teat 

their employees (Sargazi & Balaghat, 2016). On the other hand, Krishnan, Loon, binti 

Ahmad, and Yunus (2018), are in view that organizations prove as a platform for all 

the employees who are supposed to work under that particular system. Justice holds a 

unique place in the smooth running of every phenomenon, either it relates to any field 

of life.  

Many researchers (Imamoglu, Ince, Turkcan, & Atakay, 2019; Iqbal, 2017; S. 

Ismail, Iqbal, & Adeel, 2018; Novitasari, Asbari, Wijaya, & Yuwono, 2020) put their 

efforts to study various aspects of this phenomenon implies as organizational justice 

(OJ).The study conducted by Chen et al.,(2015) referred organizational justice as an 

integral concept of every organization either concerned with the managerial activities 

or execution of the plans practically, administration needs to treat with their all 

employees on a fair basis. It demands justice should be in the culture of any 

organization. The reason behind OJ is very simple, whatever the people working in an 

organization it has a set structure, every employee has their immediate officer to whom 

they are answerable, the behavior of all these people/officers set a culture for the 

organization. For that reason, there is a need for justice in structure as well as in culture 

(Kalay, 2016). 

 According to (Iqbal, 2017; Kalay, 2016; Nasir & Ahmad, 2016; Pracha, Malik, 

Azeem, & Yasmin, 2017) a positive impact on the employees’ performance. In the same 
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way, previous studies highlighted the existence of a considerable positive correlation 

between OJ and employees’ satisfaction with work or duties that they are performing, 

attitude, and commitment towards work (Al-Zu'bi, 2010; Chen et al., 2015; Imamoglu 

et al., 2019; Novitasari et al., 2020). On the contrary, the absence or minimal OJ 

becomes the reason for negative emotions among employees it can be in the form of 

stress that they have to accomplish their assignment on time that leads to psychological 

issues. In such a scenario employees develop some feeling to take revenge which 

reflects their negative emotions (Hamooleh et al., 2013).  

Organizations need to treat employees appropriately to encourage them that 

help to motivate them in thinking creatively to bring some innovation in organizations, 

the way they provide services to their customers and employees, and how they revise 

or update their outdated procedures to meet the demands of their clients (Yousaf, 

Tatlah, & Mahmood, 2019). Where organizations have a firm belief that their workers 

can perform the aforementioned novel things they fight with a sense of pride with the 

competitors (Hamooleh et al., 2013). In this regard organization may promote 

innovative ideas of their workers by acknowledging their efforts with some sort of 

incentives. Workers show their inclination or positive behavior to perform their duties 

with devotion when they have the assurance of justice or fair treatment from their 

management. In literature different researchers provide sufficient evidence of the 

existence of organization success due to employee knowledge  (Shen Lie, 2019). 

 At present, literature has made a great contribution to the search for new 

horizons of organizational justice. Studies have found that there is a formally 

undeniable relationship between OJ and performance of employee (Cohen-Charash & 

Spector, 2001; Iqbal, 2017; Khan,Khan, & Amin, 2020; Khan, Saleem & Idris, 2020). 

In literature it has been observed that little effort has been made in the field of justice 
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in the workplace in higher education institutions either in industrial and corporate 

perspective (Margaret, 2014; Bouazzaoui &Juiwu, 2020). 

Thus, this study is conducted to identify organizational justice as a powerful 

factor discussed in previous studies. Human resources are paramount in higher 

education institutions for efficient performance and productivity. Organizations rely on 

product managers and support staff for success. The key to success of organizations is 

the dedication and commitment of the staff. Employee productivity and job satisfaction 

is a major barrier to organizational performance, and organizations must take into 

account all the factors that affect employee productivity (Moazzezi et al., 2014). 

 Organizational justice reports on one of the factors, the fair experience of the 

behavior received from the individual’s working and the repointing of such behaviors 

on their perceptions (Krishnan  & Idris, 2018). Employees became more satisfied when 

they realized that the compensation paid by the organization was linked to their 

cooperation. This compensation award can range from a certificate of recognition to a 

monetary definition, including other benefits and privileges. Staff members are 

optimistic about the bright future of the organization with high satisfaction and expect 

the quality of their work to be recognized. This makes them more dedicated to the 

organization (Khan et al., 2020). 

 

 As far as management practices are concerned with organizational justice it 

shows a strong relationship with major factors like professional satisfaction, 

professional commitment and dedication of employees and their function (Akram& 

Hussanain, 2020).It also ensures good relationships between management and white-

collar staff. As a result, these trends of OJ lead to motivation and employee performance 
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to enhance the long-term commitment with their organization (Hasanenn, 2011; 

Moazzezi, 2014). 

 In the twenty-first century, higher education institutions must always explore 

and evaluate how to meet the needs of their workers. This indicates the vitality of 

general managers in the working environment. Decisions of the managers are 

considered to enlighten the ideas of the workers into the progress of organization. This 

shows in shaping the culture of any organization, for their members to play a significant 

role (Moazzezi et al., 2014). While Management practices are a particular course of 

action to engage, encourage and retain employees; which in turn guarantee the survival 

of the organization (Tarique & Schuler, 2010). These practices are formulated and 

imposed in a certain manner that helps employees to play a vital role to lead an 

organization to the achievement of its goals (Ismail, 2020). The degree of commitment 

between employer and employee is positively influenced by the suitable application of 

practices (O’Connor & Crowley-Henry, 2019). Some certain management practices 

motivate the workers to perform better to enhance the overall performance of the 

organization; these practices include training and development and appraisal based on 

performance (Nasir & Ahmad, 2016). For this study, particular practices have been 

selected, and they are based on their significance in the selected industry for analysis.  

 At present, the literature has contributed a great deal to exploring new horizons 

of organizational justice i.e. conformity to operations (procedural, distributive and 

interpersonal justice). Studies based on experimental grounds ascertained organically 

irrefutable relativity justice in organizations and employee performance (Iqbal, 2017; 

Kalay, 2016; Nasir & Ahmad, 2016; Pracha et al., 2017). 
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Justice is a key imperative of the place of work that governs its standards and 

principles relating to social interdependence, instrumental incentives and concerns 

about identification. It continues to be a topic of constant attention, beginning with the 

introduction into a business through the staff selection process (Lazar, Zinger, & 

Lachterman, 2007). 

Every organization, weather public or private must operate with and through 

people and particularly are judged on the basis of their output (Fitzgerald & Desjardins, 

2004; Khurram, Abbas, Gul, & Raja, 2015). Though organizational justice along with 

these types distributive, procedural and interactional dimensions and management 

practices impacts employees’ performance related outcomes through direct as well as 

indirect means. It offers a reduction in uncertainty, justifies procedures, clarifies social 

standing and helps evaluate one-self. Therefore, the current study will aim to identify 

the impact of organizational justice and management practices on performance of 

employee in a developing country like Pakistan. A close observation of at least hundred 

years, if not more, of this world lead our vision to the construct that this world is divided 

into developed, developing and backward countries with regards to economy. And this 

very division is reflected through nearly all domains of these countries. Be in the field 

of industry, department of education, agriculture, health of services (engineering, 

medicine, teaching), it is evident from the facts that the countries that shaped their 

trajectory economically, socially, ethically and politically, keeping in view the modern 

parameters and in accordance with the needs of time, are the ones ruling the world. 

The department that exploited advanced resources, coupled with human resources, and 

focused all those aspects that could help improve the production of workforce, are on 

their way to ceaseless development, and practice that they could not play a significant 

role in their respective fields is nowhere to be found in their workplace culture. 
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Unfortunately, Pakistan also falls into the category of those developing countries where 

the performance of departments is not as satisfactory as it is comprehended or 

considered. Research unfolds the fact that along with all aspects, organizational justice 

and management practices also hold influence on the personnel running an institute. 

The literal purpose of this research is also embedded with the intend to determine 

whether the institutions working in our country, especially educational institutes and 

most importantly universities, keep their focus on these aspects, whether employees are 

dealt with keeping in view these aspects influence the workers in anyway? 

   And whether their performance is affected by the same? Whether these aspects 

influence the workers in anyway, and whether their performance is affected by the 

same? On the other hand organizational justice and management practices impact 

performance of employee through direct as well as indirect means. This study will offer 

a reduction in uncertainty, justifies procedures, clarifies social standing and helps 

evaluate one-self. If employees perceive fair distribution, they develop an individual 

self-concept. In case of procedural fairness, the employees nurture a collective self-

concept while for interactional fairness, the employees develop relational self-concepts. 

An Organizational justice and management practice also offers a positive outlook and 

thus gives hope to the employees. It helps them absorb the hardships and hence makes 

them resilient (Zapata-Phelan, Colquitt, Scott, & Livingston, 2008).  

It is necessary for the organization to gives the equal treatment to the employees 

because this fairness motivates them to bring up creative ideas and innovative approach 

in the products the organization dealing in, and it also influences the procedures which 

adopts to serve their employees, along with the restructuring of the procedure that are 

out-of-date in order to meet the satisfaction level of their clients. 
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When organizations are sure about the best performance of their employees, they put 

up a mighty competition while facing their competitors (Imamoglu et al., 2019). 

Creative ideas lie at the core of any organization, guaranteeing its survival 

because they believe that they are shifting their concentration on OJ more than 

everything else. In this regard, organizations are likely to encourage creative ideas 

among the workers through rewarding strategies where they acknowledge the 

contribution of their hardworking employees. Therefore, justice in any organization 

will be considered a arbitrator or mediator for employee performance and 

organizational effectiveness (Krishnan et al., 2018). Categorically there is a need to 

work on management practices to identify the factors which effect justice of an 

organization. Consequently, a considerable research work was done on different sectors 

from various countries. Researchers have indicated remarkable impact of Management 

practices on the efficiency of the employee ( Patyal & Koilakuntla, 2017).The 

performance of employee directly influences the performance of the organization. In 

well-established organizations, these practices are considered to be vital elements that 

influence the performance displayed by the employees. But unfortunately, no 

substantial studies have been conducted in the indigenous culture at any level, 

regardless the fact this area is being neglected in Pakistan. Although in today's 

competitive environment, organizations must employ capable workers in order to be 

successful. Skills of managers determine whether implementation of management 

practices is successful or not (Guest, 2017). It seems to be imperative to conduct 

research on the impact of organizational justice and management practices which may 

not only assess the impact of organizational justice and management practices on 

employee performance, but also explore the different types of organizational justice 

during the study. 
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Hence in this research tried to fill this gap to improve employees’ performance. 

Therefore, the present study will open new horizons on impact of organizational justice 

and management practices of performance of university employee and their relationship 

related to outcomes. 

1.1 Statement of the Problem 

In the Global scenario, the major issue of the 21st century is the justice of the 

employee in a meaningful way (Novitasari et al., 2020), which plays a pivotal role 

towards the firm and effective working environment of any institution and my affect 

the performance of their employees. These practices are formulated and imposed in a 

certain manner that helps human capital play an essential role to lead an organization 

to the achievements of its goals (Khan, Saleem, et al., 2020). 

 Although employees’ perception of organizational fairness is a key concept that 

defines their work behaviors (Lazar et al., 2007). If employees feel absence of justice 

or lack of justice, this might cause such behaviors which not only can harm them, but 

also result in poor achievement and ultimately degradation in the organizational 

outcomes and environment. A number of researchers have been conducted to find out 

the link between Organizational justice, management practices and Employee 

Performance in advanced countries, but limited studies have never been conducted in 

under-developed countries, like Pakistan, to a satisfactory level. In every organization 

the importance of management practices and organizational justice cannot be denied to 

justify the employees in an organization is not an easy thing although they are the 

competitive advantage (S. Ismail et al., 2018; Imamoglu et al., 2019; Saleem, et al., 

2020). Therefore, this study is intended to explore the impact of organizational justice 

and management practiced on employee’s performance at university level. 
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1.2 Objectives of the Study 

Following are the objectives of the research: 

1. To explore the perception of university employees regarding organizational justice. 

2. To identify the perception of university employees regarding the management 

practices. 

3. To identify the mean score difference in university employee perceptions regarding 

organizational justice, management practices, and employee performance based on 

demographic variables.  

4. To determine the relationship between organizational justice and management 

practices. 

5. To find out the impact of organizational justice on the employee’s performance.  

6. To explore the impact of management practices on the employee’s performance. 

1.3 Research Questions of the Study 

The research questions of the study are: 

1. What are university employees’ perceptions regarding organizational justice? 

2. What are university employees’ perceptions regarding management practices? 

1.4 Research Hypotheses  

Ho1: There is no significant mean difference inmale and female employees’ responses 

working in public and private universities 

Ho2: There is no significant mean difference in employees’ responses working in public 

and private universities based on their designation 

Ho3: There is no significant mean difference in employees’ responses working in public 

and private universities based on their Experience 
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Ho4: There is no significant correlation between organizational justice, management 

practices, and employee performance 

Ho5: There is no significant impact of organizational justice and management practices 

on employee performance.  

1.5 Conceptual Framework 

An organization is the foundation of management without which one cannot 

execute the task of management effectively. The accomplishment of such a task in a 

proper way with the consideration of a culture of ethics and compliance requires 

organizational justice. Employees’ performance mostly depends upon their 

assumptions that they have about the internal justice system of organizations where 

they are supposed to work if they trust in organizational values they perform well 

(Alvares, 2011). To cope with such situation organizations require giving proper 

attention to the matters of organizational justice and management practices to improve 

the performance of their employees. On the other hand, Livingston are in view (2008) 

that organizational justice and management practices impact performance of employee 

through direct a well as indirect means via offering a reduction in uncertainty, justifies 

procedures, clarifies social standing and helps evaluate one-self. If employees perceive 

fair distribution, they develop an individual self-concept (Budhwar,2004). In case of 

procedural fairness (Bowen & Gilliland,2007). The employees nurture a collective self-

concept while for interactional fairness (Kazemi and Tornblom, 2009), the employees 

develop relational self-concepts. An Organizational justice and management practice 

also offers a positive outlook and thus gives hope to the employees. It helps them absorb 

the hardships and hence makes them resilient. It is necessary for the organization to 

gives the equal treatment to the employees because this fairness motivates them to bring 

up creative ideas and innovative approach in the products the organization dealing in, 
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and it also influences the procedures which adopts to serve their employees, along with 

the restructuring of the procedure that are out-of-date in order to meet the satisfaction 

level of their employees (Bernerth& Whitman, 2012). 

Therefore, this study intends to find out the impact of organizational justice and 

management practices on performance of university employee by using quantitative 

approach. 
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1.6 Significance of the Study 

 In any organization justice consider to be a primary factor to improve the 

employee’s performance (Yean,2016) together with management practices, 

organizational justice is viewed in the literature as very important element for enhanced 

employee performance (Chou, 2013). Justice is seen as a pre-requisite and a necessary 

element for enhance productivity of an organization (Parker &Kohlmeyer, 2015). In 

well-established organization, organizational justice and practices are considered to be 

vital elements that influence the performance displayed by the employees (Krishnan et 

al., 2018). 

The findings of the present study may be significant for encouragement of 

employees at any level to make their performance effective with the supplement of 

management practices. To improve the performance of the employees for the success 

of an organization concerned with the managerial activities or execution of the plans 

practically, administration needs to treat with their all employees on fair basis (Chen et 

al., 2015).  

This study will help the organization so that only those candidates would be 

hired who meet the organization's requirements. This would help the organization not 

only in terms of achieving its strategic goals rather employees would also perform well 

through learning the relevant skill as per their jobs. It helps the employee achieve its 

individual goals assigned by the department and organization by achieving Key 

Performance Indicators (KPIs). 

The present study may be contributed into the weak areas of HR departments and give 

guidance to the managers to enhance the productivity of the organization by using 

different management practices and organizational justice. Moreover, it may also be 
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beneficial for managers to give guidance to their employees to enhance productivity. It 

may be significant for the organization, employees and managerial staff, administration 

and faculty of higher education faculty to highlight the importance of organizational 

justice along with different and innovative management practices to understand the new 

situation and be creative to solve the forthcoming problems in the age of globalization. 

In future these factors may motivate university employees to be more productive and 

efficient members of the organization. Organizations rely on their managers and 

support staff for success. In this way, the findings of the study may helpful for the 

academics, policy makers, practitioners, and stakeholders, training institutes, 

educationist, experts related to management practices, employees, and ultimately the 

society in this global context. 

1.7 Delimitations of the Study 

Due to time and money constraint and specially Covid- 19 Pandemic situation the 

current study was delimited. 

Following were the delimitations of the study: 

● Province Punjab, Pakistan. 

● District Lahore of the province Punjab, Pakistan. 

● Five public and five private universities of the selected district. 

1.8 Operational Definitions 

For the purpose of this study, the following terms are used for current research; 

● Organizational Justice 

Organizational justice means a degree of fairness an employee receives in terms 

of workplace routines, culture and results (Cropanzano et al., 2001). 

● Distributive Justice  
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Distributive justice means Distribution of Resources and outcomes among 

employees on a fair basis (Parker, 2011). It is also described as distribution of 

outcomes in accordance with the inputs in terms of salary, social recognition, job 

continuity, growth and career perspectives (Heslin &VandeWalle, 2001). 

● Procedural Justice 

The appropriateness of Justice in process of decision making (Zapata-Phelan 

et al., 2009). 

 

● Interactional Justice 

The level in which individuals feel they are treated with respect, dignity, and 

politeness in other words treatment of higher authorities with employees in the 

implementation of the decision (Colquitt et al., 2013; Judge, Scott &Illies, 2006). 

● Management Practices 

Management practices are a particular course of action to engage, encourage 

and retain employees. This in turn guarantees the survival of the organization to the 

achievement of its goal (Byars & Doty, 2006). 

● Employee Performance 

Employee Performance referred to contribution of the employee in an 

organization in a valuable manner to accomplish tasks given by the organization 

(kinnie, 2007). 

1.9 Ethical Consideration 

During data collection important point will be kept in mind which will use only 

for research purpose and kept confidential. While members of study would be 

informed about the result of the study and their privacy should be taken seriously 
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although the participants in a study is not place them in a situation where there is a 

risk of harm (Trochimm, 2006). 

1.10 Overview of Research Design 

The researcher carried out the study to identify the impact of organizational 

justice and management practices on the performance of the employees by utilizing a 

quantitative approach. This study was descriptive and a cross-sectional survey method 

was used to achieve the objectives of the study. In this study, the researcher used two 

different instruments to measure the organizational justice (OJ) and management 

practices (MP) of university employees. The scale on university employee 

organizational justice (SUEOJ) was developed by (Niehoff& Moorman, 1993). It 

consists of three different scales; firstly, distributive justice, second procedural justice, 

and thirdly interactional justice. Each type of justice consists of different items.  

And the questionnaire on management practices (SMP) was developed by 

(Demo, Neiva, Nunes, & Rozzett, 2012) is considered as the most appropriate to 

identify management practices of university employees which comprised of 33 items. 

The said questionnaire was translated into locale language to make it more 

understandable for the respondents. The said questionnaires were solicited on a five-

point Likert scale ranging from strongly disagree = 1 to strongly agree = 5. 

On the other hand, employee performance was measured through the 

Employees' performance scores that are supposed to be calculated by their universities 

by utilizing the Performance Evaluation Report (PER).  

Both the scales organizational justice (OJ) and management practices (MP) and 

were adapted, piloted to find out the reliability of the research questionnaires, 

Confirmatory Factor Analysis was run on both abovementioned scales. 
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The nature of the study was quantitative so both types of statistics, descriptive 

and inferential, were used to analyze the data. For descriptive analyses mean scores, 

standard deviations, skewness, and kurtosis were calculated. To analyze the opinions 

of the respondents from universities independent sample t-test and one-way ANOVA 

were used to find out the significant mean difference between variables. The correlation 

coefficient was used to find out the relationship between organizational justice, 

management practices, and employee performance at the university level. Multiple 

regression analysis was incorporated to find the impact of organizational justice, 

management practices on employee's performance working in the universities of 

Lahore.  

1.11 Outline of the Study 

This research study was consisted on five chapters. In first chapter introduction 

was explained with the help of rationale and justified the variables of the study with the 

statement of the problem, research questions and hypothesis, conceptual framework and 

significance of the study. In second chapter variables of the study OJ, MP, EP were 

discussed in detail description according to our indigenous culture, while introduction 

of organizational justice, history, types, theories, purposes and its advantages. After 

describing abovementioned details researcher explained management practices along 

its types, and benefits to enhance employee   performance with the help of researches 

conducted at national and international level. As far as employee performance was 

concerned researcher discussed performance appraisal, sources of performance, 

components, and ways to develop evaluation report for employee performance based 

on organizational justice and management practices according to literature to identify 

the gaps.  
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Although in third chapter philosophical stance (ontological, epistemological, 

and axiological) paradigm, research approach and  design of the study  were discussed 

according to the variables of the study, on the other hand sampling techniques and 

population of the study ,collection and analysis of data along quantitative  analysis were 

conducted in this chapter. While fourth chapter presented findings and interpretations 

of the study.  Although in chapter five, summary, discussions, conclusions on the basis 

of finding of the study were presented and in the last for future researchers 

recommendations were given.  

  



18 

CHAPTER II 

LITERATURE REVIEW 

This chapter consists of the review of literature and research studies related to 

organizational justice, management practices and performance of employees working 

in the universities. In historical literature, the business and industrial conditions of 

corporate justice was already thoroughly studied. Reduced attempts have been made to 

explore the phenomenon of justice in higher education whether in the civic or 

commercial sector (Novitasari et al., 2020). Thus, this study intended to investigate the 

role of organizational justice and management practices as an influential factor in 

determining the performance of employees working in Pakistan universities. 

Twenty-first century demands that institutions imparting higher education to 

assess and find out the expectations and requirements of the employees (Pan & 

Chen,2018). It reflects the important position of higher management in the corporate 

culture. It differentiates a manager from the one who imposes the decisions that he 

makes in order to utilize ideas of the workers in the mechanism of providing solutions. 

It demonstrates that the members in an organization play a vital role in building the 

workplace environment of any organization justice (Moazzezi et al., 2017). 

Organizations are groups of professionals from different academic backgrounds, 

acquiring a variety of skills, work together for an assigned purpose, following specific 

rules and structure set by the higher management. The way organizations treat their 

employees is changing with the passage of time in the current scenario, encouraging 

professionals to take a step forward in every walk of life (Iqbal, 2017).On the other 

hand, Peterson (2018) states that organizations basically provide an environment to the 

workers who are willing to work together in order to carry out the tasks assigned by the 

organization, following rules and regulations stipulated by the establishment. 
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Organizational justice is the most important element to guarantee fluidity of every 

process involved, regardless of the field in question. Efforts put up by various 

researchers to explore the process called organizational justice (OJ) reflect the 

importance of this phenomenon (Koilakuntla, 2017).  

2.1 Organizational Justice 

Organizational justice means a degree of fairness an employee receives in terms 

of workplace routines, culture and results. Organization’s success and employee’s 

performance is influenced by positive or negative impact because these factors 

determine manners and attitudes (Lazar et al., 2017). The idea of organizational justice 

explains  models of work behavior to give the concept of job demands, constraints and 

social restraints, and these are the principal determiners of personal welfare and 

productiveness.(Clay-Warner, Reynolds& Roman, 2015).Fairness revolves around a 

subjective idea, and it involves factors of the social circle that encompasses other 

operative features. In case the breach of this justice occurs, this is the only time when 

the term ‘organizational justice’ seems to be appropriately relevant (Ismail et al., 2018). 

Organizational justice involves the view of a company and its workers of fair 

and equal treatment by their personnel (Shalhoop, 2004). The special expectations of 

employees include professional and motivation development, institutional concern, job 

stability and flexible working hours (Dhanasarnslip et al., 2016; Khan et al., 2020). 

Organizational justice has always been significant owing to its link with prominent 

elements like satisfaction at professional level, dedication and execution. Furthermore, 

it guarantees administrative interaction between higher management and subordinate 

employees. Eventually, motivation and workplace performance surface as a positive 

outcome of this tendency. This is related to the growth of interactive justice, along with 
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the long-lasting dedication from individuals to organizational justice (Moazzezi et al., 

2014). 

Organizational justice gives information about one of the factors: the 

indiscriminate treatment encountered from the system an individual is working in and 

sharing information of such behaviors on their perceptions (Krishnan et al., 2018). It is 

observed that the employees showed more satisfaction when they found that rewards 

paid to them by the organization was in line with the cooperation they extended to the 

organization. These rewards may include the recognitions from certificates, monetary 

compensation to other perks and privileges ( Muhammad Jamal Haider, Akram  & 

Feng, 2016). 

Employees stay positive about the progress of the organization, expecting their 

contribution to be recognized by the higher management, resulting in the increasing 

dedication to the system. Justice served in an organization extends its scope to the 

society which means that it influences other relevant areas like administration, 

psychology and behavior at organizational level (Khan, Khan, et al., 2020). 

Chen et al. (2015) conducted a study that explained OJ to be a vital idea behind 

all the organizations, no matter referring to activities at managerial level or carrying out 

the tasks in a practical manner, it is the responsibility of the organization to give equal 

treatment to all the employees fairly. Structure and culture of any organization equally 

needs justice, without any discrimination. It is very easy to understand the notion that 

underlies: an organization has placed a structure for all the employees to follow, and 

now every employee is working on whatever has been assigned to them, and they are 

accountable to their immediate officer for what has been assigned to them. The group 

working of all these officers gives birth to a working relationship called workplace 

culture. (Yean, 2016). 
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Yean carried out a study in 2016; the outcomes of this study indicate an 

encouraging effect on the performance of the employee. Likewise, the studies 

conducted in the past underlined the presence of a remarkable interconnection between 

OJ and the satisfaction of the employee with responsibilities, approach and dedication 

to work (Al-Zubi, 2010; Chen et al., 2015). While some psychological issues arise when 

OJ is minimized or lacks, giving rise to employees’ negative emotions like stress about 

the completion of given tasks in time. This situation produces revengeful feelings 

among employees which are destructive for the organization as a result (Mostaghasi, & 

Taghavi Larijani, 2013).  

It is necessary for the organizations to give equal treatment to the employees 

because this fairness motivates them to bring up creative ideas and innovative approach 

in the products the company is dealing in, and it also influences the procedures the 

company adopts to serve their customers, along with the restructuring of the procedure 

that are out-of-date in order to meet the satisfaction level of the clients ( Stephen J. 

Skripak,2016).  

When organizations are sure about the best performance of their employees, 

they put up a mighty competition while facing their competitors (Lyu, 2016).  

 Creative ideas lie at the core of any organization, guaranteeing its survival because 

they believe that they are shifting their concentration on OJ more than everything else. 

In this regard, organizations are likely to encourage creative ideas among the workers 

through rewarding strategies where they acknowledge the contribution of their 

hardworking employees (Kalay, 2016). 

Organizational justice or fairness of treatment from the management induces 

positive behavior in the workers, producing dedication with their responsibilities and 

official duties. It is established by the previous research works that the success of an 
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organization is evident when the workers have enough knowledge shared by the 

organization, putting their trust in the employees. (Liu & Phillips, 2011.; Hao,2018). 

Currently, literature has played an important role in the exploration of new 

perspectives of organizational justice. It is a solid fact, backed by research studies, that 

there is a strong relationship between the performance of the employees and 

organizational justice. (Amin, 2020; Saleem, & Idris, 2020; Krishnan,Ahmad, &Yunus, 

2018). 

Up to this time, an extensive research has been carried out on organizational 

justice from industrial and corporate aspect, but this fact remains intact that the effort 

put in to study justice in the higher education institutions has been less than it should 

have been. So, the intention behind this study is to examine organizational justice as a 

potent tool while measuring the recommendations proposed by the academics on higher 

education in Pakistan. Human resources have a superior and powerful influence in 

higher education institutions to promote performance and creativity (Crowley-Henry, 

2019). Product managers and support staff are the main entities organizations rely on 

to achieve success and prosperity. Loyalty and sincerity of the employees guarantee the 

success and achievement of the organizations (Nasir & Ahmad, 2016). Lack of 

employee productivity and job satisfaction are the factors that impede the performance 

and success of the organizations, so these two elements should be given the utmost 

importance because they may influence the productivity of the employees (Pracha et 

al., 2017). 

2.2 Types of Organizational Justice 

Organizational justice as a multi-dimensional construct with three distinct 

dimensions; distributive justice, procedural justice, and interactional justice   

(Ahmadzadeh Mashinchi, 2012., Usmani, Jamal, 2013., Vartanian & Lei, 2019). 
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It translates into organizational prosperity. According to  Charash& Spector, 

(2001), OJ ensures well-disposed relations among managerial and white collar staff; in 

turn, this phenomenon yields motivation and workplace performance. This is closely 

related to the increase of interactive justice, and long term commitment of individuals 

depends on the organizational justice(Isfahani, Ebrahimi, &Lesani, 2008). Types of 

organizational justice have been defined by psychologists; though these types of 

organizational justice are (distributive, procedural, and interactional) distinct in nature. 
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explained in terms of salary, social recognition, job continuity and growth and career 

perspectives. (Pereira, 2017). 

On the other hand, inputs refer to qualification, practical learning, exposure and 

struggle. Since it is a subjective term as to what degree of award is befitting a specific 

amount of input, people mostly turn to their peers in order to make a relative assessment 

of the ratio pertaining to contribution and its outcome (Dobre,2013; Banister, 2017, 

Gianotti, 2020). 

Adams's (1963, 1965) equity theory is founded on the premise that signals 

procedural fairness. As per the theory, workers get a concept of distributive fairness by 

compares their work inputs with the results obtained by other workers (Cropanzano, 

Bowen, & Gilliland, 2007). 

The resource allocation can only be understood as distributive justice. It 

symbolizes a notion of employee fairness in the organization's award (Folger 

&Cropanzano, 2018). The results may be distributed by institutions based on 

contribution, equality or need.  In summary, the component of distributive justice 

concerns equality in the awarding of employees' compensation. The degree of equitable 

distribution can therefore be determined by workers in contrast with others (Campbell 

& Finch, 2004). Greenberg (2006) stated that when people see that the result/input 

ratios are unjust, people can adjust the quantity and quality of their work. Individuals' 

performance and productivity can either reduced or rise depending on if they are low-

paid or compensated. 

Distributive justice deals with evaluations made by people about the fairness of 

allocation of the suitable outcomes among the professional individuals. Deutsch (1975) 

determined three vital principles that people believe to be fair taking the distinguished 

social targets into account, and these goals are applicable to a specific social context or 
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relationship (Tyler, Boeckmann& Smith, 2016). Equal distribution of the resources is 

the basic concept of the principle of equality, and it is commonly acknowledged 

principle in social context where mutual cooperation and agreement of opinions are the 

basic goals ( Dalkiran,2017). 

Unequal distribution or resources takes place in the presence of need; it means 

larger portions of resources are allocated to those who are prioritized based on need. 

This approach seems to be appropriate when prosperity and social welfare are the chief 

objects. Unequal distribution of resources is also supported by the principle of equity 

but the proportion of input and outcomes of the person in question have to be 

corresponding to the same proportion of the persons being compared with (Bernerth& 

Whitman, 2012).  

To explain, every individual will receive the resources in accordance with their 

respective participation. Although  Terzi & Deniz  (2017) are in view  that equity can 

be interpreted as the general principle of distributive justice. As a matter of fact, for 

some economists fairness and justice are to different elements because ‘equitable’ is 

substitutable with ‘fair’ (Kazemi and Tornblom, 2009). While for most of the social 

psychologist, it exaggeration because equity is commonly received as the prioritized 

distributive justice principle the context where economic and competitive contexts are 

considered (Tyler, 2014) So, the cultures based on capitalistic school of thought, such 

as North American, focus especially on competitive and economic relationships, the 

theory of merit or equity is implemented at a broader spectrum which includes 

economic, academic, political, social and organizational (Fitzgerald,2015). On the other 

hand, equality and need are not harmonious with meritocracy, the theory of equity 

proves to be the basic explanation for meritocracy. In distributive justice Meritocracy 

means a procedure where the principle of equity is maintained and it is a common belief 
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that system resources are allocated on the basis of the amount of effort put in by the 

individuals and the individuals should make progress by virtue of their superior 

abilities, which in turn enables them to reach the next higher level of achievement ( 

Radcliffe,2020).  

In the presence of prevailing ubiquity as the most-favored principle of justice in 

individualistic or capitalistic cultures, it is a common fact that meritocracy has been 

identified as America’s paramount vision (McNamee & Miller, 2009).  

The idea of equity is sometimes replaced by equality, when all the concerned 

should receive the same; or need, when everyone should receive according to their 

respective circumstances, for example, medical benefits (Kelly, 2016). 

Research shows different outcomes in different cultures: in America, the equity 

concept is preferred; Indians prioritize need; and equality is given priority in Dutch 

culture but practically, the allocation of rewards is overruled by the process which 

decides allocation (Storey, 2000). 

As far as in distributive justice (equity principle) is concerned, it is already in 

practice in HR departments such as preset job scales and salary brackets, training and 

development opportunity at a universal level, and preventing discrimination based on 

favoritism. It is quite possible that some situation may arise when an employee may 

complain the discrimination, for instance, their colleague with same experience being 

promoted while the employee in question stays at the same grade ( Roscigno,2019). . 

Higher management may justify these decisions based on the factor other than 

experience, but this is hard to understand on part of employees who think their right has 

been violated. The concerned employee still maintains that he/she carries the same level 

of skills, experience etc. yet the promotion of the colleague has been granted beyond 

reason ( Charles & Safford,2019). 
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As a result, the affected try to take up either of the two courses: reducing their 

effort or lobbying against those promoted. In either case, such activities are detrimental 

to the organization and obstruct the flow of progress at an organizational level 

(Livingston, 2008). 

The idea of equity is sometimes replaced by equality, when all the concerned 

should receive the same; or need, when everyone should receive according to their 

respective circumstances, for example, medical benefits. Research shows different 

outcomes in different cultures: in America, the equity concept is preferred; Indians 

prioritize need; and equality is given priority in Dutch culture (Storey, 2000) but 

practically, the allocation of rewards is overruled by the process which decides 

allocation (Kristie, 2020). 

2.1.2 Researches on Distributive Justice 

According to T. Tyler, (2001) theories of distributive justice try to assign 

resources of society taking the just principles into account. The process that leads to the 

evaluation of such principles needs further debate to a significant extent. There are a 

number of theories that integrate utilitarian and Lockean principles. Rawls (1971) offers 

probably the most potent research on distributive justice during the 20th century. 

According to this theory, an ‘ideal contractarian’ theory of distributive shares a justified 

allocation of rewards and responsibilities of social life is discovered by a choice made 

by a rational person from something hidden, preventing them from making an effort to 

discover what qualities, desires, parentage, or social class they would climb to. Rawls 

comes to a conclusion that such individuals are likely to adopt ‘difference principle’: 

‘primary goods’ – monetary rewards, remuneration and chance, along with ground for 

self-respect; these are surely to be divided among marginalized social class to best of 
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their interest. Rawls (1993) emphasizes that the principle with difference does not 

require simple egalitarianism, but steps to promise that the fundamental needs of all the 

people can be assured, and this ensures the fact that they are able to participate in 

political and social activities of life (Owoyemi, 2012). 

2.2 Procedural Justice 

Procedural justice perceived fairness of decisions that contribute to an overall 

conclusion or outcome. Procedural justice is found to be more significant than 

distributive justice, since the public can trust that the procedure leading to the results is 

predicated on organizational fairness and is justified in its principles. Greenberg (2014) 

claimed that when they saw the awareness of reasons convincingly expounded to them, 

smokers welcome the smoking ban on the facilities. Procedural transparency can 

persuade an employee that the results are depend on a prejudiced perspective. 

Procedural justice encompasses employee’s impression of organization’s aim, 

process and procedures utilized to decide his/her results more particularly (Folger 

&Cropanzano, 2018) it is the perceived fairness of the system used for solving problems 

and formulation of more important verdict. Previous results of research highlighted the 

link between productivity and procedural justice and shown that the two are associated 

(De Clercq, 2020). Organizational policy and procedural justice have an influence on 

productivity and environmental impacts were found to have both contextual and 

functional implications (Yang.J, 2018). (Yang.J, 2018). The meta-analysis examined 

the connection between performance and organizational justice and concluded that 

procedures are more pronounced on performance than on distributional and 

communicative fairness (Pan, 2018). 

Procedural justice influences the process of decision making and 

implementation of policies and procedures, because procedural justice is defined as the 
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execution of decisions on fair and justifiable grounds. It further means that all aspects 

and concerns are considered before formulating regulations and procedures. In a 

situation when resolution of some dispute is not approachable, and higher management 

has to make a decision, it is mandatory that decision be fair, factual, viable and 

acceptable to all the parties involved (Mohamed, 2014). 

. The decision will be more acceptable to the employees if problems are resolved 

justly and honestly, and in this case, they will put their trust in the decision-making 

process. To win the maximum confidence of the employees, organizations seek to make 

policies and regulations that contribute to procedural justice, no matter who is on the 

receiving end of the policies (Materson, 2019). 

2.2.1 Other Determinants of Procedural Justice 

Employee’s understanding of a fair decision process depends on a number of 

criteria, and these criteria are other than those features being given importance in 

organizational procedures (Leventhal et al,2018). 

● Consistency 

Allocations at a small scale are placed based on individuals, circumstances and time. 

● Neutrality 

Decisions-maker makes decisions based on the given facts, negating personal interests 

and benefits. A broader view of the situation is created by the help of various 

information sources. 

● Accuracy 

Facts employed to justify the decision are beyond any doubt and recently updated. 

Unverified information must be verified before being used in any professional activity. 

● Correct ability 
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Conditions such as grievance or appeal procedures exist for overturning ill-advised 

decisions. 

● Representativeness 

Concerns of those who may be affected by the outcomes should be considered 

(Leventhal et al,2018). 

● Morality and Ethicality 

Decision should be made independent of personal factors like age, gender, ethnicity etc. 

 

Figure 2. 2: Determinants of Procedural Justice 
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2.2.2 Researches on Procedural Justice 

Among other challenges, ensuring the fairness and equity of treatment among 

all categories of employees is the most challenging. This fairness should be without the 

consideration of the history, work experience and supposed value of the employee to 

the organization (Gianotti, 2020). In case a policy is formulated for a particular group 

of the organization, it should equally be suitable to all the group members of that 

category. In a particular context, the idea of procedural justice is affiliated with 

Organizational Citizen Behavior; these are the acts promoting good social relations that 

are far beyond the domain of job description and include outputs like courtesy, 

awareness, selflessness and fairness (Skarlicki &Lantham, 2006). 

On the other hand, if a policy is designed at the organizational level, all the 

employees should be included in its boundary, but if the policy is changed for people 

at random, the appropriate implementation of procedural justice is not possible. At the 

same time, when policies are initiated, procedural justice must be at the top of the list 

among priorities. The fairness of the policy must be ensured at all the social, academic 

and ethic level, for example ethnicity, gender, age bracket, position in the organization, 

academic background or practical experience (Materson, 2019). 
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Figure 2. 3: Fair Process of Justice 

2.3 Interactional Justice 

Interactional justice means the standard implemented on the employees in an 

environment where they work together. Not only does it evaluate how higher 

management treats it employees, but also makes an assessment how peers and 

colleagues have workplace interaction among themselves. Instituting the criterion of 

conduct is very significant to ensure the respect for the workers at an optimum level, 

which proves that organization is a fair and secure place to work (Bakhshi, 2009., Gillet, 

2020). 

Interactional justice is vital in a professional organization and there are multiple 

ways that prove its significance. First, the way managers act together with the 

employees; second, the way colleagues work together, and the way employees interact 

with customers and vendors from the outside (Imamoglu et al., 2019). 
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2.4 Managers and Employees 

Interactional justice is about the behavior of the managers as they impose their 

decisions and authority as they work together with the employees. A positive and 

productive work environment is the responsibility of a person as manager. The basic 

requirement behind this is the interaction with employees in an honest, just, and 

respectful way. Managers display a personality with openness, consistency and fairness 

while interacting with their employees when they positively carry out interactional 

justice (Usmani, 2013).  

According to Kumari, (2013) if the managers are carrying out interactional 

justice among employees, they are likely to promote an employee based on a number 

of factors including work experience, fairness and quality of work. Whereas, if a 

manager favors an employee for some personal interest, for example to entertain a 

friend or a close relative, this attitude is in direct violation to the ideology of 

interactional justice from its  definition (Fouquereau,2020). 

Much attention has been paid to different types of organizational justice in the 

research literature. While the significance of the social and informal aspects of justice 

in everyday experiences have been focused a lot in research and theoretical works since 

mid-1980s (Bies and Moag, 1986; Greenberg, 1993). On the other hand, Cho (2018) 

emphasizes the vitality of interactional justice and differentiated between interpersonal 

and informational justice as two aspects of interactional justice. This approach has also 

been backed by (Colquitt et al. 2011). Some controversial arguments are found about 

the debate whether interactional justice is suitable to be studied under the wider idea of 

procedural justice (Bies, 2005; Bobocel & Holmvall, 2011).  

Moreover, procedural and international justice are likely to establish prospects 

of ‘fairness of treatment’ (Van den Bos, 2005). On the one hand, procedural justice is 
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about the formal and structural prospects (i.e., regulations and policies); while on the 

other hand, interactional justice is related to the merits of the relationship or the 

exchange and social dynamics happening among the individuals. Similar to distributive 

and procedural justice, which are defined by a variety of criteria or regulations, although 

according to Moag, (2006) interpersonal justice is explained to be consisting of four 

basic criteria: respect, honesty, reasoning, and correct behavior. As per view of Kazemi 

and Tornblom, (2009), interactional justice means the way decisions about allocation 

or enacted procedures are interpreted to concerned people and kind of information 

shared or the way it is extended to the individuals who are relevant and impression of 

neutrality is derived from it strengthens and the trust of people in the authorities in a 

positive way. 

The way workers are paid and treated by their management/supervisors at work 

is known as interactional justice. The level of openness between employees and 

managers in the flows of information and communications impacts employees' worries 

about how good managers listen to their demands (Cropanzano, Prehar, & Chen, 2002). 

The association between staff performance and interactionary justice is related to the 

philosophy of social exchange by several academics. The supervisor of employees is 

the foundation for the result of interactive fairness, which affects their result/input ratio 

(Masterson, Lewis, Goldman,& Taylor,2000). 
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Figure 2. 4: Process and Types of Organizational Justice 

2.5 When do People Act Collectively? 

Research in the early period regarding distributive and procedural justice 

emphasized basically on the reaction of the individuals who went through justice or 

injustice as a part of a specific system. In this phase, the relevant evidence was widely 

circulating that justice holds an important position when formation of people’s feelings 

and behaviors is concerned.  

Organizational justice has also been linked with health and prosperity of the employee. 

According to Kivimaki(2004), the longitudinal study carried out on London civil 

servants shows that the equity of interpersonal treatment was discovered to be an 

authentic determiner health based on self-assessed approach three- and six-year follow-

up time periods. It was also observed that these effects could not be elaborated by other 
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elements such as the requirements of the job, the degree of control over job on part of 

the employee, support from social elements, benefits or hard work.  

Moreover, whenever injustice was noticed, people reacted in such a way that they took 

initiative to restore justice whenever they observed injustice not only in their own case 

but also when someone else experienced the same situation. While a major part of this 

research did not recognize that conceptualization of justice can be made possible and 

addressed at group levels, rather than individuals. Individuals can assess injustice 

regarding unfairness at a group level, and they react to this phenomenon as a group.  

Social movements are developed through the understanding of injustice at a 

group level. Ranking above others, unfairness to groups can be perceived by the people 

as injustice. This sense is the part of early differentiation between two types of 

deprivation: egoistical and fraternal (Runciman 2016). People prefer to be concerned 

with fairness received at a group level, rendering fairness at personal level at the 

secondary degree. Psychologists have realized at a heightened level that memberships 

and participations at a group level are the basic factors in people’s life when they define 

themselves (Hogg &Abrams,2010), and this has enhanced attention to the responses to 

the experiences of the groups they join along with their individual experiences. The 

basic point is how people translate what happens to them, how they perceive a reason 

behind injustice and how they observe that experience. People tend to respond 

personally if they think that injustice is taking place to someone in individual capacity. 

On the other hand, if they notice that it is happening to a group, they are likely to react 

at a collective level. 

2.6 Social Identity Theory 

This theory maintains that the way people think about others decides how they 

explain their experiences. Particularly, people are impressed by the level they set to 
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develop their sense of self in the form of the groups they join(Hogg & 

Abrams 2018).When people evaluate themselves from a personal point of view, they 

consider fairness from personal perspective because they interpret experiences based 

on particular personal traits and attitudes. When they are members of some groups, they 

express their experiences about justice in the perspective of group mentality. This fact 

is evidenced by the studies that the people who have strong social-selves may translate 

experiences as being formulated by the behaviors of others for the groups they or other 

people join, and in order to respond to injustice as a collective force (Grant &Brown, 

2015).Therefore, considering injustice from collective perspective enables collective 

activity while responding to injustice by participating in social movements for instance. 

The reason behind occurrence of injustice is not the only one, but choices of possible 

behavioral responses are also determined by judgments people make about the situation 

related to intergroup circumstances (Kelly & Kelly, 2014).For instance, evaluations of 

people about the flexibility of group restrictions determine the people’s viewpoint. If it 

is obvious that a jump from low status groups to the higher ones is possible, chances 

are that they would take action individually.  

On the other hand, if people understand that boundaries of a group are not 

flexible, they prefer to act collectively to promote their group. In an interesting manner, 

research studies show that a marginal number of members from low status group have 

to be fortunate enough to see the boundaries of a group permeable to a sufficient degree 

in order to justify individual, in comparison with the action taken at collective level 

(Wright et al. 2019). Apparent stability of group also influences the people, especially 

when they consider that group status is subject to change, and tends to act at a collective 

level being the part of the group. Their views about the authenticity of status of 

established groups affect the people. In case they see existing social structure as 
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unauthenticated, they may put up action in a collective manner to bring changes in that 

structure (Major, 2014). Ultimately, pragmatic concerns also influence the people 

because they react under the influence of their possible gains and losses connected with 

different kinds of actions (Klandermans, 2017). Generally, behavioral reaction of 

people is to take no action when they determine that injustice has taken place. Actually, 

chances of success and avoiding opposition to the powerful forces causes this inaction 

because they think it is synonymous to taking risk.  

Conversely, in some situations, the risk is not justified as a reason for this kind of 

passive behavior. For instance, it is clear that chances of success drive the willingness 

to be the part of collective action (Klandermans 2017), but it is evidenced by the studies 

that people mostly take part in collective actions against injustice even in the presence 

of low probability of success. Same kind of elements develops motivation of people to 

participate in groups of multiple reason including positive and identity-based factors. 

When people consider that their membership in a group guarantees their true identity, 

they work hard to raise the status of their group by their action in a collective manner. 

Ethnicity, which is related to physical appearance, is another example. When people 

realize that their condition is not likely to be changed, they mostly like to be identified 

with that group and try to improve the image of that group. In case the physical 

appearance is not important, identification of such kind is likely to be stronger. To 

explain, a number of people like to be known as gays, even they can maintain their 

identity as straight. Although, if people are part of a low status group, they are 

convinced to break away from that group in individual capacity and go on to join a 

group enjoying higher status, rather than introduce themselves as a part of group. 
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2.7 Equity Theory of organizational Justice 

Equity theory specially emphasizes the fact whether resource distribution is 

justified and acceptable to the partners involved. The evaluation of equity is carried out 

by making a comparison of ratio in terms of participation and advantages for each 

concerned individual. Equity theory, which is regarded as one of the just theories, was 

initially established by J. Stacy Adams, a psychologist of workplace and behavioral 

sciences, in 1960s. He claimed that employees try to establish equity between their 

contribution to the job and the reward that they are offered compared to the contribution 

and rewards of other employees (Adams, 1963).Equity Theory states that the employers 

need to establish systems where the division of resources among different employees 

of an organization is based on fairness in order to optimize the rewards of the 

individuals. The level of unhappiness in relationships depends on the level of inequality 

faced by the employees who are victim of this phenomenon. It is a common notion that 

the individuals appreciate fair treatment which keeps them motivated in order to 

maintain the level of fairness of relationships that their colleagues and the organization 

have. Ratio of inputs to outcomes determines the structure of equity in an organization, 

where inputs are taken in terms of employees’ contribution to the organization where 

they work. 

2.8 Rawls Theory of Justice 

Rawls( 1993) maintains that justice in terms of fairness ranks among the highest 

level of egalitarian, along with being valid and reasonable version of these basic 

ideologies of liberalism to a great extent. Moreover, he claims that justice in terms of 

fairness offers a sublime interpretation of justice to understand a prevailing, inherent 

custom in today’s political sentiment which is called utilitarianism. 
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2.9 Management Practices 

A number of researchers have worked to find out the link between Management 

(HRM) practices and Employee Performance in advanced countries, but these studies 

have never been conducted in under-developed countries, like Pakistan, to a satisfactory 

level. Pakistan tanks among the countries considered as ‘under-researched’ in the field 

of Management practices (Aycan et al., 2000).  

Research experts in Pakistan mainly emphasized some certain sectors like 

telecommunication and public institutions, excluding textile industry where less than 

required amount of attention was paid in order to determine relationship between 

management  exercises and the performance of the employees. This research study has 

been undertaken to determine the relationship between M practices and the performance 

by employees in Pakistani universities. HRM practices which are most relevant have 

been taken under study; these practices include performance assessment, training and 

development, career planning arrangements, employee involvement, and compensation 

system. This study gives information about the active exercises of HRM in the field of 

textile and their influence on the performance of the employees. The outcomes of this 

study will assist the experts of HRM of textile industry to enhance the performance 

level of the employees by imposing the HRM regulations. Moreover, this study will 

provide help in order to improve the abilities of the employees to the highest possible 

level, allocating the undertakings respectively. In the presence of HRM practices, 

organizations will be in a good position to reach their goals after establishing and 

powerful, productive and efficient workforce to ensure the stability. 

2.10 Management Practices 

Management practices are a particular course of action to engage, encourage 

and retain employees; which in turn guarantees the survival of the organization (Schuler 
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& Jackson, 2017). These practices are formulated and imposed in a certain manner that 

helps human capital play a vital role to lead an organization to the achievement of its 

goals (Delery& Doty, 2006). The degree of commitment between employer and 

employee is positively influenced by the suitable application of HRM practices 

(Purcell, 2003). Some certain practices motivate the workers to perform better to 

enhance the overall performance of the organization; these practices include training 

and development and appraisal based on performance (Snell & Dean, 2012; Pfeffer, 

2018). For this study, particular practices have been selected, and they are based on 

their significance.  

Following are the practices employed in this study: 

2.10.1 Compensation& Reward 

Compensation is a process that rewards the employees in monetary terms for 

their contribution to work. Compensation is an approach to bring in skilled workers, 

pay the employees for their performance, and enhance dedication to the company by 

retaining the existing employees. Generally it includes basic salary, late-sitting, 

incentives, different allowances, stock options, health insurance or allowance, and share 

in profit. A research recently carried out by Hay shows that around 20% employees 

tend to find a new job in about five years or so. Retaining the existing employees has 

emerged to be an outstanding feature of the organizational culture. During the last seven 

years, strategies related to retention have shown a remarkable rise in their growth.  

A positive relation between compensation and organization performance has 

been shown by a study conducted by (Frye ,2004). According to this study, strategies 

related to compensation are very helpful when hiring and retaining the experienced and 

skilled employees is concerned. A majority of organizations offer performance-based 
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rewards to entertain their workers (Collins & Clark, 2003). Employee’s performance is 

directly influenced by the compensation based on performance (Brown et al., 2003). 

Huselid (2005) shows in a study that an important relationship exists between 

compensations offered to employees and their performance in return. HRM strategy to 

put performance and compensation together turns out to be very effective in order to 

promote employee’s dedication to work in a productive and effective way (Wright, 

2003). 

Teseema and Soeters (2006) suggest a very important relationship between the 

compensation paid to the employees and their performance as its outcome. Employer 

should consider compensation exercises conducive to productivity of the employee 

because these practices influence hiring, turnover and efficiency. 

2.10.2 Planning& Development 

 Planning serves the purpose of setting targets relevant to the career and 

determines the approach to achieve those particular goals. Career planning refers to the 

planning of professional career of an individual. It is an approach that is used to 

encourage the employees to make effort for the growth of the organization with 

dedication (Wright & Snell, 2008). It emphasizes the encouragement of employees to 

attain a balance between the goals set on personal and organization level. A procedure 

to establish human resources in order to enhance performance at organizational level is 

defined as career planning by an organization (Leibowitz et al., 2016). It helps and 

organization to discover professional skills in the employees and relevant experience, 

allocating relevant tasks to them.  

Organizations that may offer chances to employees and help them attain career 

goals and prove their worth are on the top of the list for the employees (Gardener et al., 
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2011). Career planning turns out to be an instrument that promotes employees to 

promise effective and efficient work to pursue the goals of an organization to take it to 

the next higher level. Career planning is a purposeful system of discovering 

opportunities for the development in a successful manner (Snell, 2012). 

2.10.3 Training 

Training is a course of action that improves the abilities of employees in order 

to gain information and knowledge and skills to achieve their tasks in a productive way, 

improving their behavior as a result (Armstrong, 2006). Training, coupled with 

development, leads to the growth of organization in a positive direction. Training means 

the approach employed to produce skills in the workers; these skills enables the 

employees to carry out their jobs assigned to them (Dessler, 2008). A majority of 

organizations believe that training and development are much significant in the field of 

human resource practices. Training is a procedure an employee goes through to enhance 

the efficiency after learning skills and gaining knowledge. The definition of the training 

can be interpreted as an effort to promote greater qualities required in the modern era 

or in the coming years to promote the performance of an employee to a higher level 

(Jackson and Schuler, 2000). Training can play its role as a system promoting 

productivity and competence of employees to boost performance of an organization 

(Hunsaker, 2001).  

In order to face the competitors, elaborate training sessions is arranged by the 

employers to promote the performance of employees to stay in the competition (Brown, 

2005). Training sessions play such an important role on the way to achieving the 

organizational targets that their significance cannot be ignored (Dobson& Tosh, 2008). 
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Adequate training can prove to be a suitable tool to achieve expected employee 

performance (Huselid, 2015). 

2.10.4 Employee Involvement 

Employee involvement refers to a workplace culture where empowerment of 

employees to make decisions independently and turning those decisions into actions 

while performing their professional responsibilities. Retention of employees in an 

organization is supported by employee involvement, especially when an organization 

widens its ownership and dedication and promotes a culture to encourage the employees 

to contribute more. Employee contribution means enhanced performance of the 

employee (Locke et al., 2017). Job satisfaction also grows with employee involvement, 

while motivation and commitment also rises because the employees realize that they 

are also the part of success achieved by the organization (Peacock,2001). 

Empowerment of employees in an organization and giving them access to the decision-

making process contribute to the organizational success because it promotes output, 

makes decision-making less time-consuming, bridges gap between higher management 

and lower tier and promotes a solid notion of team work among all the employees. 

Smith (2007) put his emphasis on the empowerment of employees because he believes 

that it is the best way to enable the employees in order to bring out their talent. 

Nykodym et al (2014) said that conflicts among employees can be reduced by 

empowering them in a positive direction. 

2.10.5 Performance Appraisal 

Performance appraisal is an evaluation, under a specific system, of the assigned 

tasks to the employees. Increase in motivation and self-esteem of the employees is the 
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overlapping purpose of performance appraisal. Sels et al. (2003) established that 

performance evaluation enhances employee’s productivity directly and organizational 

performance indirectly. It gives boost to professional volume of the organization by 

marking the areas where growth is possible.  

Transparency in performance evaluation encourages employees to engage more 

effort to achieve the objectives on organizational level (Singh, 2004). On the other 

handWan et al. (2002) indicated that performance appraisal that is based on merit is 

more likely to promote motivation and dedication which always have a considerable 

impact on organizational performance. When employees are determined to play their 

role with dedication and diligence, it is the key to organizational success (Ahmad 

&Schroeder, 2003).In the presence of satisfied employees, the situations like reduced 

turnover and absenteeism occur rarely in an organization. 
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2.11 Management Practices and Employee's Performance 

The systematic studies that related Management Practices and performance 

together were published by (Gerhart & Milkovich, 2012).So a considerable amount of 

research work was done on different sectors from various countries. A majority of 

researches have indicated remarkable impact of Management practices on the 

efficiency of the employee. The performance of employee directly influences the 

performance of the organization. In well-established organizations, these practices are 

considered to be vital elements that influence the performance displayed by the 

employees. According to Boselle et Al. (2005), HRM was taken as a set of employee 

management practices in 104 research studies. Delery& Doty (2016) introduced seven 

HRM practices that are related to organizational performance at large. In today's 

competitive environment, organizations must employ capable workers in order to be 

successful, says Pfeffer (2018).These practices in real meaning are implemented by line 

managers productively influence the way employees thinks about management 

practices taking place around them (Kinnie, 2007). Skills of managers determine 

whether implementation of these practices is successful or not (Guest, 2011). 

Numerous human resources methods can be assessed for the employee 

performance. Eight HR practices and their link to reported employee performance are 

researched by Tessema and Soeters (2006). These eight practices comprise recruitment 

and selection, social security/pension procedures, remuneration, staff performance 

assessment, positioning, training, promotion practice and grievance. In his study, 

Huselid (2015) employed 11 HRM practices: selection of staff, performance 

evaluation, incentive compensation, work design, complaint processes, sharing of 

information, appraisal of attitudes, labor management participation, potential recruits, 

training of staff and promotion criteria. 
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To monitor the performance of the organization through the impact of 

management techniques (personating, incentive methods and training programs). 

Quantitative research has been carried out in Pakistan's banking industry (Munir, Sana, 

2016). A sample was chosen and examined with questionnaires with a response rates 

of 93 percent from 150 bankers from various Sahiwal banks. The data was analyzed 

using Pearson Correlations and Regressions. It is found that the HRM (staffing 

practices, incentives and training programs) and the organisation's performance have a 

favorable and meaningful relationship. 

Shaukat, Ashraf and Ghafoor (2015) conducted a study on the contribution of 

HRM practices, comprising selection, training, career plans, compensation, 

performance assessment, definition of employment and employee participation in the 

reported performance of employees. The study studied the connections among high-

performance work practice systems and firm performance extensively. Results from a 

broad sample of companies demonstrate that these approaches improve performance 

of employee economically and statistically significantly. The support of assumptions, 

which limited their interrelationships and connections with competitive strategy, was 

the effect of high-performance work practices on company performance. For this 

purpose, researcher divided management practices into four different parts i.e fair 

reward practices, secondly recondition practices thirdly competence development 

practices and fourth information sharing practices, 

2.12 Employee Performance 

Employee performance is often determined by the outcomes they produce, but 

it can also be interpreted with regard to behavior (Armstrong 2000). According to 

Kenney et al. (2002), performance of employees is determined in comparison with the 

standards of performance an organization lays down to be met. Evaluation of 
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performance can be carried out by utilizing a variety of measures including 

productivity, efficiency, effectiveness, quality and profitability (Ahuja 2012), these 

measures will be explained in the following sections. Here profitability means the 

profits made at a stretch of a specific period of time. It is indicated by the ratio of gross 

profit to sales or return on the invested capital (Wood &Stangster 2002). Efficiency is 

the quality to achieve desired outcomes by employing resources at minimal level, and 

effectiveness is the quality of employees to win objectives or goals set by the 

organization.Productivity is interpreted in terms of a ratio of output to the respective 

input (Stoner &Freeman, 2015). It is an evaluation of the process that an individual, 

organization and industry adopts to translate resources into services and products. 

According to Lipsey (2011), it is the evaluation of the amount of output generated per 

unit out of resources that have been engaged.  

Quality is the feature of services or products that hold a strength to meet the 

prescribed or promised needs (Kotler & Armstrong 2002). It means the ever-growing 

achievement of improved products and services at a price that can put up extensive 

competition in terms of price .While Draft (2008) states that company managers are 

liable to guarantee the extensive level of energy to attain the high level performance 

and achievement of the same. It shows that it is the responsibility of the managers to 

set the specific suitable levels of performance for any time duration. This can be done 

by determining targets and standards which help measure the performance of 

individuals.  

Organizations provide a suitable environment for employees to offer their 

contribution in production of refined quality products and/or services by taking the 

employees through performance management system. This process of management 

motivates employees to participate in making plans for the company and getting 
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engaged in entire process playing their role and ensuring motivation to achieve high 

levels of performance. In is necessary to mention that activities that ensure the 

consistent achievement of organizational goals effectively and efficiently are included 

in performance management.  

Performance management may focus on some particular factors including 

employee performance, a department, the way a product or service is produced, etc. 

Research conducted early on productivity of workers shows that satisfied workers show 

a higher level of performance, resulting in greater job retention, than those employees 

who are not much satisfied with their jobs (Landy 2005). Kinicki &Kreitner (2007) say 

that happy and satisfied workers show more performance and management also values 

such employees through motivation, putting their trust in them in order to achieve great 

targets utilizing their potential. 

Prosperity of the higher education organization, is in line with the employee’s 

satisfaction. Employees’ perceptions of organizational justice can affect the following: 

organizational commitment, job satisfaction, withdrawal behavior, organizational 

citizenship behavior, entrepreneurship and the organizational trust of employees 

(Wesson, Porter, & Yee, 2001). 

 The association among three HR practices (salary, promotion and performance 

assessment and performance of employees among university lecturers in Pakistan) was 

examine by Shahzad, Bashir and Ramay (2008). The results show that the association 

between salary, promotion and the perceived performance of employees is positive, 

whereas performance assessment techniques are not significantly linked to perceived 

employee performance. Universities in Pakistan must revisit remuneration methods and 

provide clear professional paths for improving teacher effectiveness. 
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2.13 Factors Affecting Employee Performance 

Following are the factors which affect employee performance which are as under; 

Management – Relationship of Subordinate 

While organizations try their best to provide flexibility, speed and innovation at 

an unvarying pace, designing plans involving people ensures productive relationship to 

improvement in performance. Mutual trust between management and employees grows 

positively when employees think they have been given freedom to contribute in 

organizational decision-making. Existence of mutual trust and cooperation leads to 

dissolve the obstructions between the parties concerned. Dispute-resolving channels 

will always be the first choice for the employees, and they will not take up strikes and 

standoffs in the first place. Employees will always have a sense of honor, hence 

motivated, when management shows a positive sign of acknowledging them as partners 

on their way to organizational success, rather than seen as mere lower-rank workers; 

this sense of respect and status encourages the employees to avoid negative behavior 

that hinders the performance, eventually leading to better performance by achieving the 

goals within specified time period. Furthermore, it is argued by Ichnniowski(2007) that 

creative practices of human resource management improve performance in a number 

of ways, for instance utility of systems that are associated with enhancement of worker 

participation and flexibility in work pattern, along with decentralization of liabilities 

and tasks at managerial level. 

2.13.1 Working Conditions 

It is true that conditions in which working is performed do not impact 

production or output directly, but they have indirect impact, means if physical or 

intellectual effort involved in certain jobs in a factory is tiring, it may result into 
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dangerous situations like loss of company property or loss of life itself, and this is likely 

to have negative impact on the team spirit. Hence it is necessary for organizations to 

lay out working conditions that do not impede the workforce in a harmful manner. 

These conditions may include calm environment, enough lighting, suitable 

temperatures (Hogber 2005). Organizations can make arrangement to avoid accidents 

by upholding satisfactory safety measures and ensuring a culture of reliable safety to 

improve performance which is the result of fair working conditions (Newstrom 2002). 

2.13.2 Reward System 

The general purpose of reward systems is to engage and retain the human 

resources with certain merits and qualities, when pay scales are considered by the 

employees fair and in accordance with their improvement at a professional scale. 

Organizations have a very useful non-monetary remunerations in terms of 

transportation, incentives etc. to boost the performance of the employees (Armstrong 

2006). Likewise, it is better for organizations to implement reward systems that are in 

line with the competitive industry, another option the organization can consider is the 

development of performance based pay systems which rewards the employees taking 

the profitability and performance standards into account. Hence is performance is to be 

improved, organizations have to chalk out a sense of equity and consistency in the pay 

structures they offer or intend (Davar 2006). Employees have a common expectation 

from the employers that the latter will purchase the former’s labor at a certain price to 

award the labor in return. 
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Figure 2. 6: Factors affecting on the Employee Performance 

2.13.3 Health Unionization 

In order to develop an ideal work culture, higher management along with worker 

unions must work in coordination for the prosperity of the employees in an 

organization. Unions play their role to strengthen the relations in industry in the 

situations when the management approves unrestricted contribution of employees in 

trade unions. Management and trade unions will hold meetings to negotiate the 

employment of workers and their circumstances by coming to a mutual bargain. Nilsen 

(2002) indicated that existence of piece is very crucial prospect for the development of 

organizations and their performance. Performance is destined to decline if the 

organization faces challenges and protests on employees’ part. To put it another way, 

conciliation and negotiation approach should be adopted to resolve disputes at industrial 

level, which will help improve productivity, and confrontation should be avoided at any 

cost (Draft, 2007).  
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2.13.4 Team Work 

Team work means coordination of two or more people to achieve a particular 

goal, objective or task. Teamwork and coordination of organizational members makes 

it easier to achieve goals and objectives. This will take the members of organization to 

a positive direction where they have shared goals regarding performance, improving 

productivity by boosting the morale of the employees. Teamwork promotes convenient 

communication among employees and develops skills which help them accomplish at 

a greater level, promoting collective action, in a given time period in comparison with 

the situation when individuals are working on their own. In addition, Stoner (2016) says 

that when employees work as a team, they exert great energy and their creative 

approach cuts down the level or boredom as working in a team generates a feeling of 

belongingness and association, raising the sense of honor and independence in 

employees. Though teams have capacity to generate productivity, yet the level of 

performance, to a great extent, depends on how strong the bond between management 

and the working teams exists. So encouragement from management contributes to 

performance at team level and increased performance in the general context. 

2.14 Conclusion 

The literature review on the organizational justice, management practices and 

employee’s performance found that work performance is significantly affected by 

organizational justice and management practices. Both the individual and the 

organization gain benefits by well-designed systems that encourage distributive, 

procedural and interactional justice. Individuals will be happy about the fair treatment 

administered to them, and the organization will be satisfied that it has control over the 

challenges and from the employees. The particular benefits can be seen in various 
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domains. Sheppard et al. (2018) says that justified pay promotes individual 

performance, fair treatment gives rise to group enthusiasm and accessibility wins loyal 

associates. Justice encourages positive developments in terms of mutual trust, 

satisfaction with job and dedication to work; as a result, it promotes formal and 

interactional culture.  
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CHAPTER 3 

RESEARCH METHODOLOGY 

The researcher carried out this research by following the positivist paradigm to 

identify the impact of organizational justice and management practices on the 

performance of the employees. In the current chapter, the researcher explained the 

philosophical stance and paradigm that was utilized to conduct the research. This 

chapter also includes information about the selected approach, design, population, the 

sample of the study as well as it contains detail about instruments used to collect data, 

and ways to analyze this data. 

The procedure which has been used by the researchers in order to conduct any 

research study including the philosophical lens, approach, design, population, sample, 

instruments, collect data, and ways to analyze the data are said to be the methodology 

for research (Bryman, 2016). It is a comprehensive term that is used for describing and 

detailing how the intended study will be or has been conducted. From the philosophy 

behind the research to the analysis of the data, all the steps and details are the parts of 

methodology (Cohen, Manion, & Morrison, 2018).   

3.1. Philosophical Stance 

The research philosophy is the source where the researcher gets guidance 

regarding the method to collect the data followed by the directions regarding the 

analysis of the concerned data (Denzin & Lincoln, 2011; Saunders, Thornhill, & Lewis, 

2012). Research is a systematic and deliberate process that a researcher conducts 

consciously and actively as well. If it is said that each individual has his own belief 

about the reality or any phenomenon of his concern, it will not be wrong at all (Saunders 

et al., 2012). On the other hand, it is also clear that whatever is done by any individual, 
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is influenced by the philosophy one has in the mind (Kumar, 2018). This influence starts 

with the initial decision about the research which goes to the conclusion of the research. 

So, this shows the importance of the philosophy within the process of the researcher 

(Saunders et al., 2012).  

3.1.1 Philosophical Assumptions 

These are concerned with the researchers’ views about reality. One’s study 

reflects one’s view about reality. The procedure of the data collection is also influenced 

by one’s understanding of reality (Donald, Jacobs, Irvine, & Walker, 2018; Saunders, 

Thornhill, & Lewis, 2012). The philosophical assumptions have been discussed in 

detail as under. 

3.1.1.1. Ontology 

 This is concerned with the nature of reality. While thinking and deciding on the 

methodology. Researcher has to go for the lens through which he/she intends to see the 

reality. It depends upon one that either one considers reality as objective or subjective 

(Saunders et al., 2012). There is a contrast between the objective nature of reality and 

the subjective nature of reality. Some of the researchers are of the view that reality 

possesses an objective nature whereas some argue for the subjective nature of reality 

(Denzin & Lincoln, 2011; Fenwick, Edwards, & Sawchuk, 2015). The ontological 

stance behind this study was the objective nature of reality because reality remains the 

same regardless of the circumstances.  

3.1.1.2. Epistemology  

Knowledge is the vital thing in research that the researcher conducts the whole 

procedure of the research in order to attain the knowledge and add the updated 



57 

knowledge into the already existing body of knowledge (Bridges, 2016). This is 

concerned with the knowledge that what is the knowledge according to the researcher. 

What type of knowledge is prior and valid for the researcher and sources of knowledge 

followed by the scope are also come under epistemology (Aliyu, Singhry, Adamu, & 

AbuBakar, 2015; Denzin & Lincoln, 2011). This research was conducted by utilizing 

deductive approach therefore, the data was collected with the help of quantitative 

research instruments after consideration of the reliability and validity of these 

instruments.  

3.1.1.3. Axiology  

The researcher has to consider the values and ethics while conducting a study, which 

comes under the umbrella of axiology (Cohen, Manion, & Morrison, 2018). To fulfill 

the obligations of the researcher follow the research ethics by incorporating the consent 

of research participation for data collection (Aliyu et al., 2015). Along with this, the 

researcher considers the content of instruments and also ensures the confidentiality of 

the collected data (Biedenbach & Jacobsson, 2016). Lastly, the researcher used actual 

data for analysis and present them in the way they are. 

3.2. Research Paradigm 

The research paradigm is concerned with one’s assumptions regarding reality 

and knowledge. It brings one’s intent regarding the conduction of the research instead 

of the current conditions one is living in (Kivunja & Kuyini, 2017). The research 

paradigm is also said to be a lens that a researcher uses to see reality. So, it can be 

said that one’s reality depends upon the lens used by one (Khaldi, 2017). The process 

of the research including the instrumentation and data collection to its analysis, all are 
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decided by the researcher while keeping the research paradigm into consideration 

(Cohen et al., 2018).  

 There is no research which is conducted by the researcher without any 

philosophical background or assumption (Kivunja & Kuyini, 2017; Rehman & 

Alharthi, 2016). The selection of the way to address the problem related to the research 

is selected in view of any philosophical paradigm. The rest of the whole process is 

guided by the selected paradigm. The current study was conducted by following the 

positivist paradigm as the researcher believes in the objectivity of reality which reflects 

that no matter whoever is the researcher, the reality would remain the same regardless 

of the circumstances (Rehman & Alharthi, 2016). It does not matter how many times 

one strives for seeking reality through Positivism, the reality would not change at all. 

On the other hand, there is merit linked with this paradigm that aids the researcher to 

generalize the findings on large scale (Cooper & Schindler, 2011; Saunders et al., 

2012). 

3.3. Research Approach 

 Researchers utilize either inductive or deductive approaches while conducting 

their studies. They have the freedom either to conduct their study with a single approach 

or while utilizing both (Cohen et al., 2018). To identify the impact of independent 

variables (organizational justice and management practices) on the dependent variable 

(employee performance) at the university level quantitative data was used. Therefore, 

to test the hypothesis researcher adopted the deductive approach for specific 

observations and patterns (Fraenkel & Wallen, 2019). 

This is the approach that uses the scientific method as a method of inquiry. The 

hypothesis is made in view of any theory. There is a systematic process involved in this 
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approach for the testing of the concerned hypothesis (Azungah, 2018). The acceptance 

or rejection of the hypothesis depends upon the shreds of evidence. If the shreds of 

evidence are sufficient enough in the favor of the concerned hypothesis, it would be 

accepted (Zalaghi & Khazaei, 2016). Otherwise, it would have to be failed. However, 

regardless of the acceptance or the rejection of the hypothesis, the attained results are 

generalized by the researcher on the targeted population (Khaldi, 2017). 

3.4. Research Design 

A research design provides a framework to a researcher by highlighting the 

problems relating to the procedure that is suitable to collect and analyze the data 

(Creswell, 2012). This study intends to find out the impact of organizational justice and 

management practices on the performance of university employees about real-life 

experiences of people and situations. In this study, quantitative approach was used. This 

study is descriptive in nature. A cross-sectional survey method was used to identify the 

impact of organizational justice and management practices on the performance of 

university employees.  

In quantitative research, the survey has been such a famous strategy for the 

research. This is widely used across the world. Researchers throughout the world use it 

to assess the characteristics of the population (Creswell, 2012). One of the commonly 

used research strategies is survey research that allows the collection of data from a 

massive population with the help of questionnaires in less time and in an economical 

way (Saunders et al., 2012). The current status of the population is also measured while 

using this strategy. This is not limited to any field. However, the social sciences use it 

frequently (Cohen et al., 2018). This has a characteristic that not only the quantitative 

researchers, rather the qualitative researchers also use it. This works properly and 

efficiently both with Positivism as well as Interpretivism. The popularity of this strategy 
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is because it can be used with a variety of tools (Saunders et al., 2012). You can utilize 

it even with the closed-ended, open-ended questionnaires and with the semi or 

structured interview protocol as well. It has no issue even if you intend to collect the 

data from the small or the large sample. It works with all (Lodico, Spaulding, & 

Voegtle, 2010). On the other hand, it benefits the researcher to collect the data as per 

the researcher’s own need that if the researcher intends to collect the data at the same 

time at a single point or to collect the data at different times from different points, it 

gives the researcher the freedom to collect the data accordingly (Creswell, 2012).  

3.5. Population of the Study 

 The population from which researchers select sample to collect data from the 

selected group of population is considered as an accessible population of the study 

(Asiamah, Mensah, & Oteng-Abayie, 2017). All the employees working in the public 

and private universities in the Punjab province of Pakistan constitute the target 

population for this study. Furthermore, the accessible population of the study was all 

top management staff, middle management staff, teaching staff, and custodian staff 

from the universities of Lahore.  
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Figure 3. 1: Respondents of the Study 

 According to the Bureau of Statistics (Punjab, 2018), Punjab province is 

comprised of nine divisions: Bahawalpur, Dera Ghazi Khan, Faisalabad, Gujranwala, 

Lahore, Multan, Rawalpindi, Sahiwal, and Sargodha. Each of these divisions contains 

three to six districts. The details of public and private universities situated as per locality 

are given in the following table: 

  

• Attendants

• Helpers

• Gardeners etc

•Lectureres

•Assistant
Professors

•Professors

•Assitant Director

•Admin officers

• Clerical staff

•etc

•Directors

•Deans.

•HODs

•Chairman

Top 
Management 

Middle 
Management 

Custodian 
Staff

Teaching 
staff
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Table 3. 1

 

Population of the Study  

Division  Districts  Public 

Universities 

Private 

Universities 

Bahawalpur 

Division 

Bahawalnagar 1 - 

 Bahawalpur 1 1 

 R. Y. Khan 1 1 

 Total 3 2 

D.G. Khan 

Division 

D. G. Khan 2 - 

 Layyah 2 - 

 Muzaffargarh 1 - 

 Rajanpur - - 

 Total 5 0 

Faisalabad 

Division 

Faisalabad 7 1 

 Chiniot - 1 

 Jhang 2 - 

 T. T. Singh 1 - 

 Total 10 2 

Gujranwala 

Division 

Gujranwala 4 - 

 Gujrat 1 1 

 Hafizabad - - 

 M. Baha-ud-din 1 - 

 Narowal 2 - 

 Sialkot 1 1 

 Total 9 2 

Lahore Division Kasur - - 

 Lahore 12 21 

 Nankana Sahib - - 



63 

 Sheikhupura - - 

 Total 12 21 

Multan Division Khanewal - - 

 Lodhran - - 

 Multan 5 1 

 Vehari 2 - 

 Total 7 1  

Rawalpindi Division Attock 2 - 

 Chakwal 1 1 

 Jhelum 2 - 

 Rawalpindi 3 2 

 Total 8 3 

Sahiwal Division Okara 1 - 

 Pakpattan - - 

 Sahiwal 3 - 

 Total 4 0 

Sargodha Division Bhakkar 1 - 

 Khushab - - 

 Mianwali 1 1 

 Sargodha 1 2 

 Total 3 3 

Grand Total 61 34 

3.6. Sample 

 To collect data there is a need to select respondents by considering the nature of 

the research question (Creswell, 2012). In this regard, researcher incorporated 

probability sampling techniques. In this research two-stage sampling technique was 

used to select the sample from the population because the population was divided into 

public and private sectors and the respondent were divided into four categories. Total 

10 universities (05 private and 05 public) were purposively selected from Lahore to 

collect the data, as it contains the maximum number of universities as compared to other 
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districts of Punjab. Table 3.1 also highlighted the same thing. Most of the universities 

are situated in the southern part of Lahore. In the first stage, the researcher selected five 

public universities, Government College University, University of Veterinary and 

Animal Sciences from the central-west, University of the Punjab, University of Health 

Sciences from the south-west, and University of Engineering and Technology from east 

north of the Lahore. On the same pattern, the researcher selected five private 

universities, University of Management and Technology, Minhaj University from the 

south, Superior University from the south-west, University of Central Punjab and 

Hajvery University from the south of Lahore. More specifically, data was collected 

from 50 members each from top management, middle management, teaching staff, and 

custodian staff from each private & public university based on both male and female.  
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Figure 3. 2: Sampling Technique 

Total 500 Respodents in 
the study 

05 Public and 05 Private 
Universities 

Top  Management   

05 Respondents 

Middle Management 

20 Respondents 

Teaching  staff 

20 Respondents 

Custodian Staff

05 Respondents  
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3.7. Research Instrument  

In this study, the researcher used two different instruments to measure the 

organizational justice and management practices of university employees. Further 

details of these instruments are given below: 

3.7.1. Scale on University Employees Organizational Justice (SUEOJ) 

The Scale on University Employee Organizational Justice (SUEOJ) was 

developed by (Niehoff & Moorman, 1993). Before adapting the questionnaire, the 

researcher took permission from the developers through an email (Appendix-I). The 

said questionnaire was translated into the indigenous language to make it more 

understandable for the respondents (Appendix-VI). It consists of three different scales; 

Distributive Justice, Procedural Justice, and Interactional Justice. Each type of justice 

consists of different items. The Distributive Justice scale has 5 items and Procedural 

Justice consists of 6 items. Furthermore, Interactional Justice was explored through 9 

different items. The said questionnaire was solicited on a five-point Likert scale ranging 

from strongly disagree=1, disagree=2, undecided =3, agree =4, strongly agree=5.  

3.7.2. Scale on Management Practices (SMP) 

A Scale on Management Practices (SMP) developed by (Demo, Neiva, Nunes, 

& Rozzett, 2012) was used to identify management practices of university employees. 

Therefore, prior permission was taken from the developers through an email 

(Appendix-II). The said questionnaire was translated into the indigenous language to 

make it more understandable for the respondents (Appendix-V). 

This scale was comprised of 33 items and five subscales, firstly Involvement consists 

of 11 items secondly Training, Development & Education comprised of six items, 
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thirdly Work Conditions constitute six and subscale Competency-Based Performance 

Appraisal comprised of 11 items along with the subscale Compensation and Rewards. 

All these items were scored on a five-point Likert scale ranging from strongly 

disagree = 1 to strongly agree=5. 

3.7.3. University Employees Performance Scores (UEPS) 

Employee performance was measured through the Employees' performance 

scores that are supposed to be calculated by their universities by utilizing the 

Performance Evaluation Report (PER). Performance evaluation scores of employees 

were rated as one to four which is discussed in detail in the following table.  

Score range  Rating  Labeling 

<40 1 Unacceptable  

40-59 2 Moderately satisfactory 

60-79 3 Meet expectations  

79 + 4 Exceed expectations 

3.7.4. Validity and Reliability of Research Instruments 

In this global world, both the questionnaires were used in a wide range in different 

researches (Abril, Waldzus, & Collins, 2020; Akbolat, Isik, Yilmaz, & Akca, 2015; Ari 

& Çaglayan, 2017; Bayarçelik & Findikli, 2016; Nwachukwu & Chladkova, 2017; 

Parente, El Tarabishy, Botti, Vesci, & Feola, 2020; Qanaian, Tehranizadeh, & Haji, 

2019), therefore researcher adapted the organizational justice scale from (Niehoff & 

Moormanin, 1993) and scale on management practices adapted by (Demoet al.,2012). 

In the Pakistani context due to its geographical region, language, and climate of the 

country both the scales (UEOJ) and (SMP) were translated into Urdu. The translated 
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questionnaires were distributed and validity of scales was tested performing 

confirmatory factor analysis. Though to find out the reliability of the research 

questionnaires, Confirmatory Factor Analysis was run on both abovementioned scales. 

In this regard, employees working in the universities of Lahore were randomly selected 

as respondents. Data was collected from three public and three private universities; 113 

employees were selected from these universities. These respondents were other than 

the sample of the study, as the sample of 500 respondents were selected after 

incorporating CFA. The detail of respondents selected to run this analysis is given 

below: 

Table 3. 2

 

Demographic Detail of Respondents Selected for CFA 

Demographic Characteristics  Frequency Percent 

Gender  Male 68 60.2 

 Female 45 39.8 

Repondents’ Institution  Public 62 54.9 

 Private 51 45.1 

Age  18-25 years 20 16.7 

 26-33 years 50 41.7 

 34-41 years 39 32.5 

 42 and above 11 9.2 

Designation  Top Management 9 8.0 

 Middle Management 42 37.2 

 Custodian Staff 29 25.7 

 Teaching Staff 33 29.2 

Experience  < 1 year 4 3.5 

 1-3 years 23 20.4 

 4-6 years 57 50.4 

 7-10 years 18 15.9 

 >10 years 11 9.7 
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Table 3.2 shows that there were 68 (60.2%) male and 45 (39.8%) female 

respondents. As the number of total respondents was 113. These 62 respondents (54.9 

%) were from the public sector and 51 respondents (45.1%) were from the private 

sector. The results also show that there were 20 respondents of 18 to 25 years of age 

(16.7 %), 50 respondents of 26 to 33 years of age (41.7 %), 39 respondents were of 34 

to 41 years of age (32.5 %) and 11 respondents were of above 42 years old, (9.2 %). 

Similarly, 9 respondents (8%) were from top management, 42 respondents (37.2%) 

were from middle management, 29 respondents (25.7%) were from custodian staff and 

33 respondents (29.2%) were from teaching staff. Whereas only 04 respondents (3.5 

%) have less than one year of experience, 23 respondents (20.4 %) have 1 to 3 years of 

experience in their jobs, 57 respondents (50.4 %) have 4 to 6 years of experience, 18 

respondents (15.9 %) have 7 to 10 years of experience and 11 respondents (9.7%) have 

more than 10 years of experience.  

3.7.5. CFA Results 

Confirmatory factor analysis (CFA) has been used with the help of AMOS 19 

to analyze the structure of construct with the alignment of scale (adopted), for 113 

participants’ data. This included an evaluation of the latent structure, consisting of all 

structures in the proposed conceptual model using the highest probability estimate 

technique. The first-order confirmatory factor analysis comprising of all latent 

components as associated first-order constructs was calculated concurrently. The 

number of respondents was sufficient as Pallant (2020) suggested five respondents 

against each statement. Correlation between the constructs of the first order has been 

analyzed. Variance cut-off value and reliability values for all the constructs are found 
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to be above 0.5 and 0.7 respectively. Similarly, the cut-off value for convergent 

variance is 0.70 (Hair et al., 2013).  

If the value of loading for any item is less than 0.50, it will be deleted or having 

consistent large standardized residual values (Hair et al., 2013). The following table 

shows the estimated values which are represented by the factor loading values and for 

this item reduction technique was used. There was no item deletion on the basis of 

values of poor factor loading. The asterisks with the each factor value show the 

significance of each item at p < 0.05.  

The value of composite reliability has been computed by the formula which was 

suggested by Hair et al., (2013). The model assessment for overall measurement model 

was considered as satisfied after the calculation and analysis of construct validity values 

and reliability values for all measures.  

3.7.5.1. CFA for SUEOJ 

The following figure shows the factor loading values for each item of 

organizational justice. The below mentioned values in the table are in the acceptable 

range i.e. > 0.50. The loading value of all items, their decision and values of Average 

Extracted Variance (AVE) and CR are calculated and expressed in the following 

table. AVE must be greater than 0.5 but the values between 0.30 to 0.50 are also 

acceptable (Peterson & Kim, 2013). If the value of AVE is less than 0.5 but composite 

reliability is greater than 0.6, then it will also be acceptable to measure. If the value of 

CR is 0.70 or greater, it will also be considered as good reliability value (Brunner & 

Heinz-Martin, 2005; Peterson & Kim, 2013). The findings of the study show that all 

values lie in the acceptable range.   
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Figure 3. 3: Parametric Values of SUEOJ 
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Table 3. 3

 

Factor Loading, AVE, CR, and Cronbac Alpha of SUEOJ 

 Items Factor 

Loading 

AVE CR Reliability 

DJ DJ1 .785*** .55 .86 .852 

 DJ2 .814***    

 DJ3 .727***    

 DJ4 .791***    

 DJ5 .577***    

PJ PJ1 .533*** .48 .84 .844 

 PJ2 .663***    

 PJ3 .729***    

 PJ4 .804***    

 PJ5 .766***    

 PJ6 .616***    

IJ IJ1 .783*** .45 .88 .875 

 IJ2 .523***    

 IJ3 .761***    

 IJ4 .696***    

 IJ5 .765***    

 IJ6 .725***    

 IJ7 .582***    

 IJ8 .553***    

 IJ9 .604***    

3.7.5.2. CFA for SMP 

The following figure shows the factor loading values for each item of 

management practices. The below-mentioned values are in the acceptable range i.e. 

>0.50. The loading value of all items, their decision and values of Average Extracted 

Variance (AVE) and CR are calculated and expressed in the following table. AVE 

must be greater than 0.5 but the values between 0.30 to 0.50 are also acceptable 
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(Peterson & Kim, 2013). If the value of AVE is less than 0.5 but composite reliability 

is greater than 0.6, then it will also be acceptable to measure. If the value of CR is 

0.70 or greater, it will also be considered as a good reliability value (Brunner & 

Heinz-Martin, 2005; Peterson & Kim, 2013). The findings of the study show that all 

values lie in the acceptable range except CBPA5 which loading value was <.050, 

therefore it was deleted from the further analysis.  



74 

Figure 3. 4: Parametric Values of SMP 
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Table 3. 4

 

Factor Loading, AVE, CR, and Cronbac Alpha of SMP 

 Items Factor 

Loading 

CR AVE Reliability 

I I1 .538*** .47 .90 .896 

 I2 .764***    

 I3 .794***    

 I4 .578***    

 I5 .756***    

 I6 .520***    

 I7 .738***    

 I8 .733***    

 I9 .781***    

 I10 .698***    

 I11 .535***    

TDE TDE1 .754*** .65 .92 .915 

 TDE2 .845***    

 TDE3 .899***    

 TDE4 .803***    

 TDE5 .735***    

 TDE6 .802***    

WC WC1 .625*** .58 .89 .884 

 WC2 .849***    

 WC3 .864***    

 WC4 .776***    

 WC5 .778***    

 WC6 .628***    

CBPA CBPA1 .817*** .55 .83 .809 

 CBPA2 .829***    

 CBPA3 .600***    

 CBPA4 .704***    

CR CR1 .719*** .51 .84 .826 

 CR2 .659***    
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 CR3 .841***    

 CR4 .746***    

 CR5 .587***    

Method of Data Collection  

 After pilot testing, the researcher used the questionnaires to collect the data 

from overall 50 respondents from each university were selected. 5 respondents from 

top management, 20 respondents from middle management, 20 respondents from 

teaching staff, and 5 from custodian staff to find out the impact of the organizational 

justice and management practices on employees' performance. The researcher 

personally visited all the 10 universities (05 public & 05 private) to administer the 

tool from 500 respondents to get their responses, which consumed three months. 

Before collecting the data the researcher took permission from university authorities 

to collect data from their employees. Respondents were guided about the objective of 

this research and other information relevant to the study. Their responses were 

obtained on a five-point Likert scale for further analysis of the results because  this 

scale is very simple to understand and give full liberty to respondent for appropriate 

response.   

Data Analysis 

When the data was collected, all the scores were computed. As the study was 

quantitative, so both descriptive and inferential statistics have been used. For 

descriptive analyses mean scores, standard deviations, skewness, and kurtosis were 

calculated. To analyze the opinions of the respondents from universities independent 

sample t-test and one-way ANOVA were used to find out the significant mean 

difference between variables. To find out the correlation and regression, mean score 

of all dimensions and variables was calculated. The correlation coefficient was used 

to find out the relationship between organizational justice, management practices, and 
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employees' performance at the university level. Multiple regression analysis was 

incorporated to find the impact of organizational justice, management practices on 

employee's performance working in the universities of Lahore. 

Data cleaning steps were performed to cheque the data quality, missing value 

analysis, outliers, normality of data was also measured to find out the quality of 

responses.  
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CHAPTER 4 

DATA ANALYSIS AND INTERPRETATION 

The researcher carried out the study to identify the impact of organizational 

justice and management practices on the performance of the employees by utilizing a 

quantitative approach. This study was descriptive and a cross-sectional survey method 

was used to reach the aims of the research. The benefit of cross-sectional method is to 

collect data speedily and less chances of delay in the final responses.  In this study, the 

scholar used two different instruments to measure the organizational justice and 

management practices of university employees. The scale on university employee 

organizational justice (SUEOJ) was developed by (Niehoff & Moorman, 1993). The 

said questionnaire was translated into national language to make it more understandable 

for the respondents. It consists of three different scales; firstly distributive impartiality, 

second technical justice, and thirdly interactional integrity. Each type of justice consists 

of different items. On the other hand, the distributive impartiality scale has 5 items and 

technical justice consists of 6 items. Furthermore, interactional justice is explored 

through 9 different items.  

Questionnaire on management practices (SMP) developed by (Demo, Neiva, 

Nunes, & Rozzett, 2012) is used by researchers to identify management practices of 

university employees (Jouda, Ahmad, & Dahleez, 2016; Ismail, Majid, Jibrin-Bida, & 

Joarder, 2021). The said questionnaire was translated into national language to make it 

more understandable for the respondents. This scale was comprised of 33 items and 

five subscales i-e firstly Involvement consists of 11 items secondly training, 

development & education comprised of six items, thirdly work condition constitute six 

and subscale competency-based performance appraisal comprised of 11 statements 
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along with the subscale compensation and rewards. The said questionnaires were 

solicited on a five-point Likert scale. The scale was ranging from the point of strongly 

disagree =1 and with a sequence of strongly agree =5. 

On the other hand, employee performance was measured through the 

Employees' performance scores that are supposed to be calculated by their universities 

by utilizing the Performance Evaluation Report (PER).  

The researcher adapted organizational justice scale from Niehoff & Moorman 

(1993) and scale on management practices adapted from Demo et al. (2012). On the 

other hand, employee performance was measured through the employees' 

performance scores that are supposed to be calculated by their universities by utilizing 

the Performance Evaluation Report (PER). Although in Pakistani context due to its 

geographical region, language and climate of the country both the scales (UEOJ) and 

(SMP) were translated into Urdu. Though to find out the reliability of the research 

questionnaires, Confirmatory Factor Analysis was run on both abovementioned 

scales. 

After pilot testing, researcher used the questionnaires to collect the data from 

50 respondents each from top administration, middle administration, and teaching 

workforce and custodian team of the universities to find out the impact of the 

organizational justice and management practices on the employees’ performance in the 

province of Punjab. The researcher personally visited all the 10 universities (05 public 

& 05 private) to administered the tool from 500 respondents to record responses.  

The nature of the study was quantitative so both types of statistics, descriptive 

and inferential, were used to collect the data. For descriptive analyses mean scores, 

standard deviations, skewness, and kurtosis were calculated. To analyze the opinions 

of the respondents from universities, the researcher utilized an independent sample t-
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test. The difference between the variable was investigated by one-way ANOVA. The 

correlation coefficient was used to find out the relationship among organizational 

justice, administration practices, and employee performance at the university level.  

Regression analysis was incorporated to find out the impact of organizational justice 

and management practices of the employees in the universities of the Lahore on their 

performance.  

The detail of analysis is segregated into two halves as descriptive and inferential 

analysis which is given below: 

Table 4. 1

 

Demographic Detail of the Employees 

 Frequency Percent 

Gender 

Male 290 58.0% 

Female 210 42.0% 

Institution  Public 250 50.0% 

 Private 250 50.0% 

Designation Top Management 41 8.2% 

 Middle Management 173 34.6% 

 Custodian Staff 137 27.4% 

 Teaching Staff 149 29.8% 

Experience < 1 year 21 4.2% 

 1-3 years 102 20.4% 

 4-6 years 243 48.6% 

 7-10 years 79 15.8% 

 >10 years 55 11.0% 

N= 500 
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Table 4.1 results show that there were 290 males (58%) and 210 females (42 %) 

for the study. The findings of the table also show that 250 respondents (50 %) were 

from the public sector and 250 respondents (50%) were from the private sector. 

The results of designation show that 41 respondents (8.2%) were from top management, 

173 respondents (34.6%) were from middle management, 137 respondents (27.4%) 

were from custodian staff and 149 respondents (29.8%) were from teaching staff.  

The findings of the Table 4.1 also show that 21 respondents (4.2 %) have less 

than one year of experience, 102 respondents (20.4 %) have 1 to 3 years of skill in their 

respective jobs, 243 respondents (48.6%) have 4 to 6 years of experience, 79 

respondents (15.8 %) have 7 to 10 years of skill and 55 respondents (11%) have more 

than 10 years of skill. The total number of respondents was 500 for the study.  

4.1. Descriptive Statistics 

 Descriptive statistics is considered as the representation of a whole or sample of 

the population of the study (Masanovic, 2020). The standard deviation shows the mean 

difference of each observation in the series.  
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Table 4. 2

 

Descriptive Statistics of Organizational Justice of Employees working in Universities 

 Mean Std. Deviation- 

Distributive Justice1 4.12 1.04 

Distributive Justice2 4.30 .97 

Distributive Justice3 3.95 1.15 

Distributive Justice4 4.20 .96 

Distributive Justice5 3.95 1.11 

Procedures Justice1 3.97 1.07 

Procedures Justice2 3.93 1.07 

Procedures Justice3 4.00 1.13 

Procedures Justice4 3.80 1.07 

Procedures Justice5 3.89 1.17 

Procedures Justice6 4.16 1.09 

Interactive Justice1 4.06 1.13 

Interactive Justice2 3.55 1.47 

Interactive Justice3 3.91 1.15 

Interactive Justice4 3.64 1.30 

Interactive Justice5 3.84 1.13 

Interactive Justice6 4.05 1.08 

Interactive Justice7 3.48 1.32 

Interactive Justice8 3.73 1.16 

Interactive Justice9 3.87 1.23 

Distributive Justice 4.10 .81 

Procedures Justice 3.96 .82 

Interactive Justice  3.79 .86 

N= 500 

Table 4.2 shows descriptive statistics i.e. mean and standard deviation beliefs 

for all items of distributive, procedural, and informative justice. The mean and the 

standard deviation values depict that all items are in the acceptable range between .96 

for Distributive Justice4 to 1.46 for Interactive Justice 2. The results of this table show 
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that the high value of the mean is 4.10 for Distributive Justice and the lowest mean 

value of 3.79 for Interactive Justice. It also explains the highest value of standard 

deviation is .86 for Interactive Justice and the lowest is .81 for Distributive Justice. 
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Table 4. 3

 

Descriptive Statistics of Management Practices of Employees working in universities 

 Mean Std. Deviation 

Involvement1 4.05 1.04 

Involvement2 4.07 1.04 

Involvement3 4.26 .95 

Involvement4 4.23 .92 

Involvement5 4.15 1.01 

Involvement6 3.85 1.05 

Involvement7 4.17 .95 

Involvement8 4.07 .93 

Involvement9 4.06 1.03 

Involvement10 3.81 1.00 

Involvement11 3.72 1.35 

Training, Development & Education1 4.17 .94 

Training, Development & Education2 4.05 1.04 

Training, Development & Education3 4.11 1.04 

Training, Development & Education4 4.01 1.13 

Training, Development & Education5 3.72 1.29 

Training, Development & Education6 3.86 1.07 

Work Conditions1 4.06 1.05 

Work Conditions2 3.75 1.22 

Work Conditions3 3.95 1.05 

Work Conditions4 3.98 1.16 

Work Conditions5 3.88 1.29 

Work Conditions6 4.00 1.10 

Competency-Based Performance Appraisal1 4.12 1.08 

Competency-Based Performance Appraisal2 4.04 1.07 

Competency-Based Performance Appraisal3 3.99 1.21 

Competency-Based Performance Appraisal4 3.93 1.08 

Compensation and Rewards1 3.96 1.17 

Compensation and Rewards2 3.90 1.08 

Compensation and Rewards3 4.19 1.06 
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Compensation and Rewards4 4.07 1.04 

Compensation and Rewards5 3.91 1.20 

Involvement  4.01 .74 

Training, Development & Education  3.97 .91 

Work Conditions 3.94 .88 

Competency-Based Performance Appraisal 4.15 .78 

Compensation and Rewards 3.98 .84 

N= 500 

Table 4.3 shows the descriptive statistics i.e. mean and standard deviation 

standards for all items of management practices i.e. involvement, training development, 

competency-based performance appraisal, and compensation and rewards. The above 

table shows the mean values of the instruments. It also shows the standard deviation 

values, which depicts that all are in the acceptable range between .92 for Involvement2 

to 1.35 for Involvement11. The table also shows that the highest value of mean is 4.15 

for Competency-Based Performance Appraisal and the lowest mean value of 3.97 for 

Training, Development & Education. It also explains the highest value of standard 

deviation is .91 for Training, Development & Education and the lowest is .74 for 

Involvement. 

Normality of the data:  

To discover the normality, skewness and kurtosis are performed. The skewness 

test shows the degree of consistency of dispersal of the information (Pallant, 2011). In 

the event that we see that there is the dispersal of the respondent's structure left or 

towards the right of the chart, at that point, we can say that the information is supposed 

to be slanted in this sense. Though, Kurtosis shows that the tallness of scattering of 

noticed information. The dispersal will show the greater part of the answers is in the 

focal point of the got chart.  



86 

The estimations of the test applied to be close to zero, if the appropriation of the 

factors shows a typical pattern (Hair, Black, Babin, and Anderson, 2013). While, the 

qualities lower than - 1 or higher than 1, at that point the conveyance is supposed to be 

exceptionally slanted. On the off chance that the qualities are between +-1 and - 0.5, 

the information is supposed to be slanted yet scattered reasonably. The qualities 

between - 0.5 and 0.5, shows evenness in the information. Also for kurtosis, the worth 

is not exactly - 1 shows smooth dissemination. In the event that the patterns are not in 

acceptable reach, the appropriation isn't typical (Hair et al., 2017). According to Pallant 

(2011), skewness is used to assess the distribution curve symmetry and Kurtosis is 

utilized to identify the distribution curve peaks. Newsom (2005) sets the acceptable 

area to demonstrate normalcy on data and suggests a value of less than +/- 2 or equal 

to 2 to prove normality in data using the skewness test and a value less than +/- 3 or 

equal to 3 to demonstrate normality on data using kurtosis tests. The following table 

shows the normality results of each variable of the research.  
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Table 4. 4

 

Data Normality of Organizational Justices of Employees working in Universities 

 Skewness Kurtosis 

Statistic Std. Error Statistic Std. Error 

Distributive Justice1 -1.62 .11 2.48 .22 

Distributive Justice2 -1.62 .11 2.38 .22 

Distributive Justice3 -1.30 .11 .99 .22 

Distributive Justice4 -1.65 .11 2.99 .22 

Distributive Justice5 -.95 .11 -.08 .22 

Procedures Justice1 -.94 .11 .14 .22 

Procedures Justice2 -1.12 .11 1.00 .22 

Procedures Justice3 -1.13 .11 .51 .22 

Procedures Justice4 -.97 .11 .42 .22 

Procedures Justice5 -1.06 .11 .32 .22 

Procedures Justice6 -1.47 .11 1.55 .22 

Interactive Justice1 -1.55 .11 1.80 .22 

Interactive Justice2 -.72 .11 -.90 .22 

Interactive Justice3 -1.18 .11 .69 .22 

Interactive Justice4 -.89 .11 -.28 .22 

Interactive Justice5 -1.10 .11 .57 .22 

Interactive Justice6 -1.49 .11 1.99 .22 

Interactive Justice7 -.58 .11 -.80 .22 

Interactive Justice8 -.80 .11 -.26 .22 

Interactive Justice9 -1.16 .11 .34 .22 

N= 500 

Table 4.4 shows that the values subsequent from Skewness and Kurtosis tests 

lie within the acceptable range and hence it can be said that the above-tabulated data is 

normal range and ready for more analysis.  

The following table shows the normality values for management practices.  



88 

Table 4. 5

 

Data Normality of Management Practices of Employees working in Universities 

 Skewness Kurtosis 

Statistic Std. Error Statistic Std. Error 

Involvement1 -1.44 .11 1.83 .22 

Involvement2 -1.53 .11 2.13 .22 

Involvement3 -1.54 .11 2.14 .22 

Involvement4 -1.53 .11 2.62 .22 

Involvement5 -1.53 .11 2.28 .22 

Involvement6 -.83 .11 -.09 .22 

Involvement7 -1.46 .11 2.18 .22 

Involvement8 -1.17 .11 1.74 .22 

Involvement9 -1.22 .11 .98 .22 

Involvement10 -1.16 .11 1.22 .22 

Involvement11 -1.09 .11 -.06 .22 

Training, Development & Education1 -1.53 .11 2.48 .22 

Training, Development & Education2 -1.64 .11 2.52 .22 

Training, Development & Education3 -1.51 .11 2.12 .22 

Training, Development & Education4 -1.42 .11 1.34 .22 

Training, Development & Education5 -1.03 .11 -.04 .22 

Training, Development & Education6 -1.08 .11 .64 .22 

Work Conditions1 -1.60 .11 2.41 .22 

Work Conditions2 -1.00 .11 .17 .22 

Work Conditions3 -1.12 .11 .64 .22 

Work Conditions4 -1.47 .11 1.40 .22 

Work Conditions5 -1.03 .11 -.14 .22 

Work Conditions6 -1.48 .11 1.72 .22 

Competency-Based Performance 

Appraisal1 
-1.44 

.11 
1.46 

.22 

Competency-Based Performance 

Appraisal2 
-1.46 

.11 
1.65 

.22 

Competency-Based Performance 

Appraisal3 
-1.31 

.11 
.74 

.22 
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Competency-Based Performance 

Appraisal4 
-1.30 

.11 
1.14 

.22 

Compensation and Rewards1 -1.20 .11 .57 .22 

Compensation and Rewards2 -1.06 .11 .47 .22 

Compensation and Rewards3 -1.55 .11 1.83 .22 

Compensation and Rewards4 -1.59 .11 2.38 .22 

Compensation and Rewards5 -1.29 .11 .78 .22 

N= 500 

Table 4.5 shows that the standards resultant from Skewness and Kurtosis tests 

lie within the acceptable range and hence it can be said that the above tabulated data is 

normal. 

4.2. Inferential Statistics 

To analyze the opinions of the respondents from universities by considering 

their responses as independent variable independent sample t-test and one-way 

ANOVA were used to find out the significant mean difference between variables. The 

bi coefficient was used to sort out the association between organizational justice, 

management practices, and employee performance at the university level. Multiple 

regression examination was united to find the impact of organizational justice, 

administration practices on employee's presentation working in the universities of 

Lahore. Detail of each analysis is discussed below: 

4.2.1. Independent sample t-test 

Independent sample t-test is a type of inferential statistic used to determine if there is a 

significant difference between the means of two groups, which may be related in certain 

features. The t-test is one of many tests used for the purpose of hypothesis testing in 

statistics. To confirm the differences between the mean values two (2) groups; male 

and female, independent sample t-test was used. For analysis of independent sample t-
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test, the variables were computed on the basis of questionnaire. The effects of gender 

represent the results of the independent sample t-test in the following table, which was 

incorporated to compare the scores of male and female employees.  
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Table 4. 6

 

Comparison of Male and Female Employees’ Responses Working in Public and 

Private Universities 

 Variable Male Female t p D 95% CI 

  M SD M SD    Lower Upper 

Public OJ 3.88 .70 4.06 .59 -2.0 .03 .27 -.34 -.00 

 MP 3.87 .67 3.92 .62 -.58 .36 .07 -.21 .11 

 EP 3.29 .80 3.13 .75 -.23 .35 .20 -.22 .17 

Private OJ 3.93 .74 3.61 .75 3.33 .22 .42 .13 .50 

 MP 3.75 .64 3.66 .71 1.12 .05 .13 -.07 .26 

 EP 3.24 .85 3.25 .75 -.12 .09 .01 -.21 .19 

Note:df = 498; d =Cohen’s d; CI = Confidence Interval, * = p< 0.05; N = 500  

The above table shows the comparison of (2) groups; male and female in both 

public and private sector. The mean value of OJ for male is 3.889 (SD, .70) and the 

mean value of OJ for female is 4.06 (SD, .59) in public sector. While in private sector, 

the mean value of OJ for male is 3.93 (SD, .74) and the mean value of OJ for female is 

3.61 (SD, .756).  

Similarly, the mean value of MP for male is 3.87 (SD, .678) and the mean value 

of MP for female is 3.92 (SD, .620) in public sector. While in private sector, the mean 

value of MP for male is 3.76 (SD, .641) and the mean value of MP for female is 3.66 

(SD, .710). 

In the same way, the mean value of EP for male is 3.29 (SD, .80) and the mean 

value of EP for female is 3.31 (SD, .75) in public sector. While in private sector, the 

mean value of EP for male is 3.25 (SD, .85) and the mean value of EP for female is 

3.26 (SD, .75). Standard error mean ranges from .0557 (MP in males) to .750 (EP in 

females). 
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4.2.2. ANOVA by Designation: 

ANOVA analysis shows that there is a statistically significant difference between group 

means or not. The following assumptions were tested before performing the ANOVA 

test on current data.  

• Each group sample is drawn from a normally distributed population. 

• Populations have a common variance. 

• Samples are drawn independently. 

• Within each sample, the observations are sampled randomly and independently 

of each other. 

• Factor effects are additive.  

Table 4. 7

 

One way ANOVA between Employees’ Responses Working in Public and Private 

Universities based on their Designation 

Institution Sum of Squares df Mean Square F Sig. 

Public 

EP 

Among Groups .617 3 .206 .333 .801 

Within Groups 151.883 246 .617   

Total 152.500 249    

OJ 

Among Groups .440 3 .147 .329 .804 

Within Groups 109.60 246 .44   

Total 110.04 249    

MP 

Among Groups .98 3 .330 .768 .513 

Within Groups 105.65 246 .429   

Total 106.64 249    

Private 

EP 

Among Groups 5.93 3 1.979 3.097 .028 

Within Groups 157.18 246 .639   

Total 163.12 249    

OJ 
Among Groups 9.36 3 3.122 5.637 .001 

Within Groups 136.24 246 .554   
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Total 145.61 249    

MP 

Among Groups 2.42 3 .809 1.810 .146 

Within Groups 109.97 246 .447   

Total 112.39 249    

The outcomes show that EP has an importance esteem  0.801 (i.e., p =0.801), OJ has a 

p-esteem >0.05 (p=0.804) and MP has an insignificant p-esteem (p=0.513) which is 

more noteworthy than 0.05. In this manner, results show that each of the three factors 

have immaterial fluctuation between bunches in the mean contrast between the various 

gatherings of assignment in the public area.  

It likewise shows that EP has worth 0.028 (i.e., p =0.028) which is genuinely 

critical for example <0.05, OJ has p-esteem <0.05 (p=0.001) yet MP has unimportant 

p-esteem (p=0.146) which is more prominent than 0.05. Accordingly, the outcomes 

show that each of the two factors for example EP and OJ have significant contrasts 

between bunches in the mean-difference between the various gatherings of assignment 

pod MP has inconsequential outcomes in the public area. 

4.2.3. Multiple Comparisons 

The above table only shows an overall significant difference between the groups. The 

following table of Multiple Comparison explains Tukey post hoc test values. It shows 

that there is a significant difference between the groups as a whole. 
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Table 4. 8

 

Tukey HSD between Employees’ Responses Working in Public and Private 

Universities based on their Designation 

Institution Dependent 

Variable 

(I) 

designation 

(J) designation Mean 

Difference 

(I-J) 

Std. 

Error 

Sig. 95% 

Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

Public 

EP 

Top 

Management 

Middle 

Management 
0.09 0.18 0.95 -0.36 0.55 

Custodian Staff 0.08 0.18 0.98 -0.40 0.55 

Teaching Staff -0.02 0.18 1.00 -0.48 0.44 

Middle 

Management 

Top 

Management 
-0.09 0.18 0.95 -0.55 0.36 

Custodian Staff -0.02 0.13 1.00 -0.35 0.32 

Teaching Staff -0.11 0.12 0.80 -0.43 0.21 

Custodian 

Staff 

Top 

Management 
-0.08 0.18 0.98 -0.55 0.40 

Middle 

Management 
0.02 0.13 1.00 -0.32 0.35 

Teaching Staff -0.10 0.13 0.90 -0.44 0.25 

Teaching 

Staff 

Top 

Administration 
0.02 0.18 1.00 -0.44 0.48 

Middle 

Administration 
0.11 0.12 0.80 -0.21 0.43 

Custodian Staff 0.10 0.13 0.90 -0.25 0.44 

OJ 

Top 

Management 

Middle 

Management 
0.04 0.15 0.99 -0.35 0.42 

Custodian Staff 0.11 0.16 0.88 -0.29 0.52 

Teaching Staff 0.11 0.15 0.89 -0.29 0.50 

Middle 

Management 

Top 

Management 
-0.04 0.15 0.99 -0.42 0.35 

Custodian Staff 0.08 0.11 0.90 -0.21 0.36 
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Teaching Staff 0.07 0.11 0.91 -0.20 0.34 

Custodian 

Staff 

Top 

Management 
-0.11 0.16 0.88 -0.52 0.29 

Middle 

Management 
-0.08 0.11 0.90 -0.36 0.21 

Teaching Staff -0.01 0.11 1.00 -0.30 0.29 

Teaching 

Staff 

Top 

Management 
-0.11 0.15 0.89 -0.50 0.29 

Middle 

Management 
-0.07 0.11 0.91 -0.34 0.20 

Custodian Staff 0.01 0.11 1.00 -0.29 0.30 

MP 

Top 

Management 

Middle 

Management 
-0.21 0.15 0.50 -0.58 0.17 

Custodian Staff -0.10 0.15 0.92 -0.49 0.30 

Teaching Staff -0.13 0.15 0.83 -0.52 0.26 

Middle 

Management 

Top 

Management 
0.21 0.15 0.50 -0.17 0.58 

Custodian Staff 0.11 0.11 0.76 -0.17 0.39 

Teaching Staff 0.08 0.10 0.88 -0.19 0.34 

Custodian 

Staff 

Top 

Management 
0.10 0.15 0.92 -0.30 0.49 

Middle 

Management 
-0.11 0.11 0.76 -0.39 0.17 

Teaching Staff -0.03 0.11 0.99 -0.32 0.26 

Teaching 

Staff 

Top 

Management 
0.13 0.15 0.83 -0.26 0.52 

Middle 

Management 
-0.08 0.10 0.88 -0.34 0.19 

Custodian Staff 0.03 0.11 0.99 -0.26 0.32 

Private EP 
Top 

Management 

Middle 

Management 
0.35 0.22 0.39 -0.23 0.93 

Custodian Staff .61261* 0.23 0.04 0.03 1.20 

Teaching Staff 0.37 0.23 0.35 -0.21 0.96 



96 

Middle 

Management 

Top 

Management 
-0.35 0.22 0.39 -0.93 0.23 

Custodian Staff 0.26 0.13 0.17 -0.07 0.59 

Teaching Staff 0.02 0.13 1.00 -0.31 0.35 

Custodian 

Staff 

Top 

Management 
-.61261* 0.23 0.04 -1.20 -0.03 

Middle 

Management 
-0.26 0.13 0.17 -0.59 0.07 

Teaching Staff -0.24 0.13 0.26 -0.58 0.10 

Teaching 

Staff 

Top 

Management 
-0.37 0.23 0.35 -0.96 0.21 

Middle 

Management 
-0.02 0.13 1.00 -0.35 0.31 

Custodian Staff 0.24 0.13 0.26 -0.10 0.58 

OJ 

Top 

Management 

Middle 

Management 
-.63497* 0.21 0.01 -1.17 -0.10 

Custodian Staff -0.32 0.21 0.44 -0.86 0.23 

Teaching Staff -0.25 0.21 0.64 -0.79 0.30 

Middle 

Management 

Top 

Management 
.63497* 0.21 0.01 0.10 1.17 

Custodian Staff .31812* 0.12 0.04 0.01 0.62 

Teaching Staff .38785* 0.12 0.01 0.08 0.69 

Custodian 

Staff 

Top 

Management 
0.32 0.21 0.44 -0.23 0.86 

Middle 

Management 
-.31812* 0.12 0.04 -0.62 -0.01 

Teaching Staff 0.07 0.12 0.94 -0.25 0.39 

Teaching 

Staff 

Top 

Management 
0.25 0.21 0.64 -0.30 0.79 

Middle 

Management 
-.38785* 0.12 0.01 -0.69 -0.08 

Custodian Staff -0.07 0.12 0.94 -0.39 0.25 
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MP 

Top 

Management 

Middle 

Management 
0.18 0.19 0.76 -0.30 0.67 

Custodian Staff -0.01 0.19 1.00 -0.50 0.48 

Teaching Staff 0.21 0.19 0.68 -0.28 0.70 

Middle 

Management 

Top 

Management 
-0.18 0.19 0.76 -0.67 0.30 

Custodian Staff -0.19 0.11 0.27 -0.47 0.08 

Teaching Staff 0.03 0.11 0.99 -0.24 0.30 

Custodian 

Staff 

Top 

Management 
0.01 0.19 1.00 -0.48 0.50 

Middle 

Management 
0.19 0.11 0.27 -0.08 0.47 

Teaching Staff 0.22 0.11 0.18 -0.06 0.51 

Teaching 

Staff 

Top 

Management 
-0.21 0.19 0.68 -0.70 0.28 

Middle 

Management 
-0.03 0.11 0.99 -0.30 0.24 

Custodian Staff -0.22 0.11 0.18 -0.51 0.06 

*. The mean difference is significant at the 0.05 level. 

Turkey post hoc test is used for the evaluation on a one-way ANOVA. The following 

table shows the differences between the groups for all variables in the study. 

4.2.4. ANOVA by Experience 

The results of the study showing this kind of difference of designation are presented 

in the following table. 
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Table 4. 9

 

One way ANOVA between Employees’ Responses Working in Public and Private 

Universities based on their Experience 

Institution Sum of Squares df Mean Square F Sig. 

Public 

EP 

Between Groups 4.50 4 1.13 1.86 .12 

Within Groups 148.00 245 .60   

Total 152.50 249    

OJ 

Between Groups .89 4 .22 .50 .74 

Within Groups 109.156 245 .45   

Total 110.05 249    

MP 

Between Groups 5.70 4 1.43 3.46 .01 

Within Groups 100.94 245 .41   

Total 106.64 249    

Private 

EP 

Between Groups 1.158 3 .39 .59 .62 

Within Groups 161.97 246 .66   

Total 163.12 249    

OJ 

Between Groups 6.89 3 2.30 4.07 .01 

Within Groups 138.72 246 .57   

Total 145.61 249    

MP 

Between Groups 5.71 3 1.90 4.39 .01 

Within Groups 106.69 246 .43   

Total 112.40 249    

The outcomes show that EP has an importance esteem is 0.118 (i.e., p =0.12) which is 

genuinely immaterial, OJ has a p-esteem >0.05 (p=0.74) which is likewise viewed as 

inconsequential yet MP has a critical p-esteem (p=0.01) which is under 0.05. 

Consequently, the outcomes show that every one of the three factors have an irrelevant 

contrast between bunches in the mean distinction between the various gatherings of 

involvement with the public area.  
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It likewise shows that EP has unimportance esteem is 0.62 (i.e., p = 0.62) which is 

genuinely immaterial for example >0.05, however OJ has p-esteem <0.05 (p=0.02) and 

MP has critical p-esteem (p = 0.01) which is equivalent to 0.05. In this manner, the 

outcomes show that one variable for example EP has an unimportant distinction 

between bunches in the mean contrast between the various gatherings of involvement 

bramble OJ and MP has huge outcomes in the public area 

4.2.5. Multiple Comparisons based on Experience 

The above table only shows overall significant difference between the groups. The 

following table of Multiple Comparison explains Turkey post hoc test values. 
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Table 4. 10

 

Tukey HSD between Employees’ Responses Working in Public and Private 

Universities based on their Experience 

Institution Dependent 

Variable 

(I) 

Experience 

(J) 

Experience 

Mean 

Difference 

(I-J) 

Std. 

Error 

Sig. 95% 

Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

Public 

EP 

< 1 year 

1-3 years 0.16 0.22 0.95 -0.43 0.75 

4-6 years 0.35 0.18 0.32 -0.16 0.85 

7-10 years 0.12 0.21 0.98 -0.46 0.70 

>10 years 0.45 0.22 0.25 -0.15 1.05 

1-3 years 

< 1 year -0.16 0.22 0.95 -0.75 0.43 

4-6 years 0.19 0.15 0.72 -0.23 0.60 

7-10 years -0.04 0.18 1.00 -0.54 0.47 

>10 years 0.29 0.19 0.57 -0.24 0.81 

4-6 years 

< 1 year -0.35 0.18 0.32 -0.85 0.16 

1-3 years -0.19 0.15 0.72 -0.60 0.23 

7-10 years -0.22 0.14 0.53 -0.62 0.17 

>10 years 0.10 0.15 0.97 -0.32 0.52 

7-10 years 

< 1 year -0.12 0.21 0.98 -0.70 0.46 

1-3 years 0.04 0.18 1.00 -0.47 0.54 

4-6 years 0.22 0.14 0.53 -0.17 0.62 

>10 years 0.32 0.19 0.42 -0.19 0.83 

>10 years 

< 1 year -0.45 0.22 0.25 -1.05 0.15 

1-3 years -0.29 0.19 0.57 -0.81 0.24 

4-6 years -0.10 0.15 0.97 -0.52 0.32 

7-10 years -0.32 0.19 0.42 -0.83 0.19 

OJ < 1 year 

1-3 years 0.03 0.19 1.00 -0.48 0.54 

4-6 years 0.17 0.16 0.82 -0.26 0.60 

7-10 years 0.11 0.18 0.98 -0.39 0.61 

>10 years 0.14 0.19 0.95 -0.38 0.65 
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1-3 years 

< 1 year -0.03 0.19 1.00 -0.54 0.48 

4-6 years 0.14 0.13 0.82 -0.22 0.49 

7-10 years 0.08 0.16 0.99 -0.35 0.51 

>10 years 0.11 0.16 0.97 -0.35 0.56 

4-6 years 

< 1 year -0.17 0.16 0.82 -0.60 0.26 

1-3 years -0.14 0.13 0.82 -0.49 0.22 

7-10 years -0.06 0.12 0.99 -0.40 0.28 

>10 years -0.03 0.13 1.00 -0.40 0.33 

7-10 years 

< 1 year -0.11 0.18 0.98 -0.61 0.39 

1-3 years -0.08 0.16 0.99 -0.51 0.35 

4-6 years 0.06 0.12 0.99 -0.28 0.40 

>10 years 0.03 0.16 1.00 -0.41 0.47 

>10 years 

< 1 year -0.14 0.19 0.95 -0.65 0.38 

1-3 years -0.11 0.16 0.97 -0.56 0.35 

4-6 years 0.03 0.13 1.00 -0.33 0.40 

7-10 years -0.03 0.16 1.00 -0.47 0.41 

MP 

< 1 year 

1-3 years -.53* 0.18 0.03 -1.02 -0.04 

4-6 years -0.29 0.15 0.31 -0.71 0.12 

7-10 years -.55* 0.17 0.02 -1.03 -0.07 

>10 years -0.31 0.18 0.42 -0.81 0.18 

1-3 years 

< 1 year .53* 0.18 0.03 0.04 1.02 

4-6 years 0.24 0.12 0.31 -0.10 0.58 

7-10 years -0.02 0.15 1.00 -0.44 0.39 

>10 years 0.22 0.16 0.63 -0.21 0.65 

4-6 years 

< 1 year 0.29 0.15 0.31 -0.12 0.71 

1-3 years -0.24 0.12 0.31 -0.58 0.10 

7-10 years -0.26 0.12 0.19 -0.59 0.07 

>10 years -0.02 0.13 1.00 -0.37 0.33 

7-10 years 

< 1 year .55* 0.17 0.02 0.07 1.03 

1-3 years 0.02 0.15 1.00 -0.39 0.44 

4-6 years 0.26 0.12 0.19 -0.07 0.59 

>10 years 0.24 0.15 0.52 -0.18 0.67 
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>10 years 

< 1 year 0.31 0.18 0.42 -0.18 0.81 

1-3 years -0.22 0.16 0.63 -0.65 0.21 

4-6 years 0.02 0.13 1.00 -0.33 0.37 

7-10 years -0.24 0.15 0.52 -0.67 0.18 

Private 

EP 

1-3 years 

4-6 years -0.03 0.12 1.00 -0.35 0.29 

7-10 years -0.04 0.16 0.99 -0.46 0.37 

>10 years 0.21 0.20 0.72 -0.30 0.71 

4-6 years 

1-3 years 0.03 0.12 1.00 -0.29 0.35 

7-10 years -0.01 0.15 1.00 -0.39 0.37 

>10 years 0.24 0.18 0.58 -0.24 0.71 

7-10 years 

1-3 years 0.04 0.16 0.99 -0.37 0.46 

4-6 years 0.01 0.15 1.00 -0.37 0.39 

>10 years 0.25 0.21 0.64 -0.30 0.80 

>10 years 

1-3 years -0.21 0.20 0.72 -0.71 0.30 

4-6 years -0.24 0.18 0.58 -0.71 0.24 

7-10 years -0.25 0.21 0.64 -0.80 0.30 

OJ 

1-3 years 

4-6 years -.36* 0.11 0.01 -0.66 -0.07 

7-10 years -.40* 0.15 0.04 -0.78 -0.01 

>10 years -0.15 0.18 0.85 -0.61 0.32 

4-6 years 

1-3 years .36* 0.11 0.01 0.07 0.66 

7-10 years -0.04 0.14 0.99 -0.39 0.32 

>10 years 0.22 0.17 0.59 -0.23 0.66 

7-10 years 

1-3 years .40* 0.15 0.04 0.01 0.78 

4-6 years 0.04 0.14 0.99 -0.32 0.39 

>10 years 0.25 0.20 0.57 -0.25 0.76 

>10 years 

1-3 years 0.15 0.18 0.85 -0.32 0.61 

4-6 years -0.22 0.17 0.59 -0.66 0.23 

7-10 years -0.25 0.20 0.57 -0.76 0.25 

MP 

1-3 years 

4-6 years -0.06 0.10 0.94 -0.32 0.20 

7-10 years 0.34 0.13 0.05 0.00 0.67 

>10 years 0.24 0.16 0.45 -0.17 0.65 

4-6 years 
1-3 years 0.06 0.10 0.94 -0.20 0.32 

7-10 years .40* 0.12 0.01 0.09 0.70 
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>10 years 0.29 0.15 0.21 -0.09 0.68 

7-10 years 

1-3 years -0.34 0.13 0.05 -0.67 0.00 

4-6 years -.40* 0.12 0.01 -0.70 -0.09 

>10 years -0.10 0.17 0.94 -0.54 0.34 

>10 years 

1-3 years -0.24 0.16 0.45 -0.65 0.17 

4-6 years -0.29 0.15 0.21 -0.68 0.09 

7-10 years 0.10 0.17 0.94 -0.34 0.54 

*. The mean difference is significant at the 0.05 level. 

It shows that there is a significant difference between the groups as a whole. Turkey 

post hoc test is used for the evaluation on a one-way ANOVA. 

4.2.6. Correlation Analysis 

Relationship examination is characterized as a factual proportion of the relationship 

between the two factors. It shows the straight connection between the factors. It is 

otherwise called the foundation of connections among the factors in the investigation 

(Akoglu, 2018).  

The relationship coefficient is indicated by r, which is otherwise called Pearson's 

connection coefficient. The worth reaches from +1 through 0 to - 1. The estimation of 

connection shows that if there is one unit change (increment or abatement) in one 

variable, it will bring change (increment or decline) in another variable. In the event 

that there is no relationship, the worth will be 0 (Kornbrot, 2005; Pak et al., 2020). The 

following tables show the correlation values of all variables among themselves. 
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Table 4. 11

 

Relationship Between Sub-construct of Organizational Justice 

 DJ PJ IJ 

DJ 1 .647** .590** 

PJ  1 .699** 

IJ   1 

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

Table 4.11 shows the bivariate connections between the factors of the exploration for 

example DJ, PJ, and IJ. It shows that one unit change (increment/decline) in DJ brings 

64.7% change (increment/decline) in PJ (r= .647, p<0.01) and 59% change in IJ 

(r=.590, p<0.01). Also, one unit change (increment/decline) in PJ gets a 69.9% change 

IJ (r=.699, p<0.01). 
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Table 4. 12

 

Relationship Between Sub-construct of Management Practices 

 I TDE WC CBPA CR 

I 1 .534** .420** .249** .172** 

TDE  1 .390** .147** .148** 

WC   1 .195** .165** 

CBPA    1 .444** 

CR     1 

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

The discoveries of relationship in the table 4.12 show the bivariate connections between 

the factors of the investigation for example I, TDE, WC, CBPA and CR. It shows that 

one unit change (increment/decline) in I brings 53.4% change (increment/decline) in 

TDE (r= .534, p<0.01), 42% change in WC (r=.420, p<0.01), 24.9% change in CBPA 

(r=.249, p<0.01) and 17.2% change in CR (r=.172, p<0.01). Additionally, one unit 

change in WC acquires 39% change TDE (r=.390, p<0.01). One unit change 

(increment/decline) in CBPA, brings 14.7% change (increment/decline) in TDE 

(r=.147, p<0.01) and one unit change in CR brings 14.8% change (increment/decline) 

in TDE (br=.148, p<0.01). Additionally, one unit change (increment/decline) in CBPA 

gets 19.5% change WC (r=.195, p<0.01) and one unit change in CR gets 16.5% WC 

(r=.165, p<0.01). One unit change (increment/decline) in CR acquires 44.4% change 

CBPA (r=.444, p<0.01). All consequences of connection are positive and critical. 
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Table 4. 13

 

Relationship Between Organizational Justice, Management Practices, and Employee 

Performance 

 OJ MP EP 

OJ 1 .349** .289** 

MP  1 .268** 

EP   1 

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

The discoveries of connection in the table 4.13 show the bivariate connections between 

the factors of the examination for example OJ, MP, and EP. It shows that one unit 

change (increment/decline) in OJ brings 34.9% change (increment/decline) in MP (r= 

.349, p<0.01) and 28.9% change in EP (r=.289, p<0.01). Similarly, one unit change 

(increase/decrease) in MP brings 26.8% change in IJ (r=.268, p<0.01). 

4.2.7. Regression Analysis 

Regression analysis is known for the estimating the values of relationship between 

dependent and one or more independent variables. It is used for the prediction and 

forecasting of the association among variables. It is also used for the estimation of 

causal relationship between the variables i.e., dependent and independent (Smithson & 

Verkuilen, 2006; Rose & Willson, 2017).   
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Table 4. 14

 

Regression Analysis Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .340a .115 .112 .74991 

Usually the Adjusted R-square value describes variance percent in the dependent 

variable that is accounted for by dissimilarities in the independent variables. The R 

Square value in the model shows that IVs accounted for 11.2% variance in employee 

performance.  

The following table shows the results of ANOVA. The p value shows the significant 

value of the relationship among variables to assess the null hypotheses. 

Table 4. 15

 

ANOVA Using Regression Analysis 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 36.418 2 18.209 32.379 .000b 

Residual 279.494 497 .562   

Total 315.912 499    

The above results show that F value in the model is superior to 3.96 and the 

significant value is less than 0.05. F for the model is 32.379 (p<0.05). Consequently, 

we can say that model is measurably critical. 
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Table 4. 16

 

Coefficients Regression Analysis 

Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 

1 

(Constant) 1.462 .229  6.383 .000 

OJ .246 .050 .223 4.954 .000 

MP .226 .054 .190 4.214 .000 

a. Dependent Variable: EP 

The table 4.16 shows the coefficients of independent variables with dependent variable. 

The results show that OJ has positive and significant impact on EP (b= 0.223, p<0.05) 

whereas MP also has positive and significant impact on EP (b= 0.190, p<0.05). The 

results show that OJ has slightly high impact on EP as compare to MP.  In this study all 

variables are statistically significant and they have impact on dependent variable. 

On the basis of above results, the egression equation is; 

y = b0 + b1X1 +b2X2 

EP=1.462+0.264(OJ)+0.226(MP) 

So if we increase one unit in OJ it will effect 0.264 unit in EP.  
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The data histogram is given in the below figure.  

 

Figure 4. 1: Histogram Reflecting Employ Performance working in Universities 

The figure shows that data is normally distributed in +2 to -2 range. There is no 

abnormal trend in the data. 
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The data normality curve is given in the blow figure.  

 

Figure 4. 2: P-P Plot Regression Standard Residual 

The figure shows that data has normality in curve and it is not too much deviating 

from normal curve.  
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CHAPTER 5 

SUMMARY, FINDINGS, CONCLUSIONS, DISCUSSION, AND 

RECOMMENDATIONS 

5.1. Summary 

Organizational justice and management practice offers a positive outlook and 

thus gives hope to the employees. It helps them absorb the hardships and hence makes 

them resilient (Trincado-Munoz, Valenzuela-Fernandez & Hebles, 2020). It is 

necessary for the organization to give the equal treatment to the employees because this 

fairness motivates them to bring up creative ideas and innovative approach for the 

products the organization. It also influences the procedures which organization adopts 

to serve their employees, along with the restructuring of the procedure that are out-of-

date in order to meet the satisfaction level of their employees (Bernerth &Whitman 

2012). Employees’ performance mostly depends upon their assumptions that they have 

about the internal justice system of organizations where they are supposed to work if 

they trust in organizational values they perform well (Alvares, 2011; Saad & Abbas. 

2018; Begall, 2020).  

The researcher carried out the study to identify the impact of organizational 

justice and management practices on how the employees are performing by utilizing a 

quantitative approach. This study was descriptive and a cross-sectional survey method 

was used to achieve the objectives of the study. In this study, the researcher used two 

different instruments to measure the organizational justice and management practices 

of university employees. The scale on university employee organizational justice 

(SUEOJ) was adapted and translated into local language to make it more 
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understandable for the respondents that was developed by Niehoff and Moorman 

(1993). Which consisted of three scales (distributive, procedural, and interactional 

justice) and five, six, and nine different items respectively.  

Questionnaire on management practices (SMP) developed by Demo et al. 

(2012) comprised of five subscales: Involvement, training, development & education, 

work condition, competency-based performance appraisal, and compensation and 

rewards, comprising11, 6, 6, 6, and 5 items respectively. The said questionnaires 

comprised of a 5point Likert scale with answer choices ranging between 1=strongly 

disagree to 5=strongly agree. 

On the other hand, employee performance was measured through the 

Employees' performance scores that are supposed to be calculated by their universities 

by utilizing the Performance Evaluation Report (PER).  

In this global world, both the questionnaires were used in a wide range in 

different researches therefore researcher adapted organizational justice scale from 

Niehoff & Moorman in 1993 and scale on management practices adapted by Gisela 

Demo in 2012, on the other employee performance although in Pakistani context due 

to its graphical region, language and climate of the country both the scales (UEOJ) and 

(SMP) were translated into Mother language Urdu. Though to find out the reliability of 

the research questionnaires, Confirmatory Factor Analysis was run on both 

abovementioned scales. 

After pilot testing, researcher used the questionnaires to collect the data from 

50 respondents each from top management, middle management, and teaching staff and 

custodian staff of the universities to explore and study how the employees’ performance 

is impacted by organizational justice and management practices in the province of 
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Punjab. The researcher personally visited all the 10 universities (05 public & 05 private) 

to administered the tool from 500 respondents to record responses.  

The nature of the study was quantitative so in order to analyze the data, both 

descriptive and inferential statistics were employed. For descriptive analyses mean 

scores, standard deviations, skewness, and kurtosis were calculated. To analyze the 

opinions of the respondents from universities, one-way ANOVA and independent 

sample t-test were used to achieve the significant mean variance between variables. The 

correlation coefficient was used to study the association between organizational justice, 

management practices, and employee performance at the university level. Multiple 

regression analysis was incorporated to find how the performance of employee's 

working in the universities of Lahore is impacted by organizational justice, 

management practices.  

The findings established a noteworthy variance in the employees’ perception 

regarding organizational justice. The findings further elaborated a considerable 

disparity in the university employees’ perception regarding management practices. On 

the other hand, the differences were also observed in the male and female employees’ 

perceptions of regarding organizational justice in public universities, and it was found 

to be significant. However, there was no significant difference in the perception of 

males and females employees on management practice and employee performance in a 

public university setup. Similarly, the findings also reflected that a substantial variation 

exists in the male and female employees’ perception of organizational justice in private 

universities as well. On the other hand, it was found that when it came to both 

management practices and employee performances, there were no major perceptual 

distinctions between male and female employees. 



114 

The correlational analysis conducted in the study found that the correlation 

between all the variables was significantly positive. Such as, there was a significant as 

well aspositive correlation between organizational justice and management practices. 

Likewise, study also found that a meaningful and affirmative relationship exists 

between employee performance and the organizational justice. Finally, there was a 

positive and significant relationship between managerial practices and the employees’ 

performance. 

5.2. Findings 

The detail of analysis is segregated into two halves as descriptive and 

inferential analysis which is given below: 

5.2.1. Descriptive Statistics 

 Descriptive statistics is considered as the representation of a whole or sample of 

the population of the study. The standard deviation shows the mean difference of each 

observation in the series (Masanovic, 2020).  

● Table 4.2 presents descriptive statistics, that is; the values of standard deviation 

and mean for all items of distributive, procedural, and informative justice scales. 

The mean and the standard deviation values depict that all items are in the 

acceptable range between .96158 for DJ4 to 1.46697 for IJ2. The results of this 

table show that the high value of the mean is 4.104 for DJ and the lowest mean 

value of 3.793 for IJ. It also explains the highest value of standard deviation is 

.863 for IJ and the lowest is .818 for DJ. 

● Table 4.3 presents the descriptive statistics, that is; values of standard deviation 

and mean for all items of management practices i.e. involvement, training 

development, competency-based performance appraisal, and compensation and 
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rewards. The above table shows the mean values of the instruments. It also 

shows the standard deviation values, which depicts that all are in the acceptable 

range between .92788 for I2 to 1.35036 for I11. The table also shows that the 

highest value of mean is 4.151 for CBPA and the lowest mean value of 3.976 

for TDE. It also explains the highest value of standard deviation is .910 for TDE 

and the lowest is .749 for I 

5.2.1.1. Normality of the Data: 

o Skewness and kurtosis tests are employed to ascertain the normality of 

data distribution, wherein; skewness represents symmetry of data 

distribution and kurtosis characterizes peak or height of the distribution 

of a particular data. If the data distribution spreads towards either left or 

right side of the graph, then the data is said to be skewed. Whereas 

distribution will display high peak if most of the data lies in the center 

of the graph in case of kurtosis, the higher the peak of the data 

distribution; the more the representation of the data at the center of the 

graph (Pallant, 2011; Sierra, 2017; Mohana & Velmurugan, 2020).  

o In order to achieve normal data distribution, the values calculated for 

skewness and kurtosis should be near zero (Hair, Black, Babin, & 

Anderson, 2013). The data distribution is said to be highly skewed when 

the data values are arranged as either less than -1 or greater than 1. 

However, when data values are positioned between ±1 and -0.5, then the 

data is referred to as moderately skewed. Additionally, when data values 

are placed between ±0.5, the data distribution is believed to be 

symmetric (Sierra, 2017; Mohana & Velmurugan, 2020). 

Correspondingly considering the case of kurtosis; when data values are 
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greater than +1, the graphical representation is observed as highly 

peaked and, if the data values are less than -1 than there is flat graphical 

representation of the data. To sum it up, if the data values do not fall 

within the standard range, then the distribution is not characterized as 

normal. 

o The data tabulated in Table 4.4 represent skewness and kurtosis values; 

the values are found to be within the acceptable range. Therefore, it can 

be deduced that the data distribution represented in the table is normal 

and thus available for further data analysis and consequent research 

findings.  

o Furthermore, Table 4.5 contains Skewness and Kurtosis values. It is 

evident from the tabulated values that they are within the acceptable 

range and hence the data is said to be normal.  

5.2.2. Inferential Statistics 

In order to analyze the opinions of the respondents from universities, their responses 

were considered as independent variables. Thus, an independent sample t-test and one-

way ANOVA were applied to investigate the significant mean difference amongst 

variables. In order to explore the relationship between organizational justice, 

management practices, and employee performance at the university level, a correlation 

coefficient was employed. In order to establish the impact of organizational justice, 

management practices on employee's performance working in the universities of 

Lahore, multiple regression analysis was encompassed. Detail of each analysis is 

discussed below: 
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H01: There is no significant mean difference in male and female employees’ 

responses working in public and private universities 

● The results of gender represent the results of the independent sample t-test in 

the following table, which was incorporated to compare the scores of male and 

female employees.  

o Table 4.6 shows the comparison of (2) groups; male and female in both 

the public and private sector. The mean value of OJ for males is 3.889 

(SD, .702) and the mean value of OJ for the female is 4.06 (SD, .594) in 

the public sector. While in the private sector, the mean value of OJ for 

males is 3.93 (SD, .743) and the mean value of OJ for the female is 3.61 

(SD, .756). Similarly, the mean value of MP for males is 3.871 (SD, 

.678) and the mean value of MP for the female is 3.92 (SD, .620) in the 

public sector. While in the private sector, the mean value of MP for 

males is 3.76 (SD, .641) and the mean value of MP for the female is 3.66 

(SD, .710). In the same way, 3.29 (SD, .801) is the mean value of EP for 

males and 3.31 (SD, .756) is the mean value of EP for females in the 

public sector. While in the private sector, the mean value of EP for males 

is 3.25 (SD, .852) and the mean value of EP for the female is 3.26 (SD, 

.753). The standard error mean ranges from .0557 (MP in males) to .750 

(EP in females). Therefore, Ho1 “there is no significant mean difference 

in male and female employees’ responses working in public and private 

universities” is rejected as there is a significant mean difference exists 

in male and female responses regarding management practices and 

employee performance of public universities employees. Females 

working in public universities have better management practice skills as 
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compared to males. Whereas, males working in public universities 

perform in a better way as they have greater employee performance 

scores as compared to female university employees.  

H02: There is no significant mean difference in employees’ responses working in 

public and private universities based on their designation. 

● As indicated by the results, EP has a value of 0.801 (p > 0.05) that is considered 

statistically insignificant. Moreover, OJ has a value of 0.804  (p > 0.05) which 

is also considered statistically insignificant. Likewise, MP has a value of 0.513 

(p>0.05) that is also considered statistically insignificant. Hence, such results 

imply that there is an insignificant difference in the mean values between all 

groups, of all three variables, in public sector universities. 

● The results of groups by designation levels indicate that EP has a value of 0.028 

(p<0.05) that is considered statistically significant. Likewise, OJ has a value of 

0.001 (p=<0.05) that is also considered statistically significant. On the contrast, 

MP has a value of 0.146 (p=>0.05) that is considered statistically insignificant. 

Hence, such results denote that both OJ and EP have significant differences in 

the mean values of all two variables. However, MP has insignificant differences 

in the mean values between the designation groups in public sector universities. 

● The results highlighted the existence of significant differences between the 

groups for all variables except employee performance and organizational justice 

of private university employees’ responses based on their designation. So, the 

Ho2 “there is no significant mean difference in employees’ responses working 

in public and private universities based on their designation” is rejected. . 

H03: There is no significant mean difference in employees’ responses working in 

public and private universities based on their Experience 
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● As indicated by the results, EP has a value of 0.118 (p > 0.05) that is considered 

statistically insignificant. Moreover, OJ has a value of 0.735 (p > 0.05) which 

is also considered statistically insignificant. However, MP has a value of 0.009 

(p < 0.05) which is also considered statistically significant. Hence, such results 

imply that there is an insignificant difference in the mean values between all 

groups, of all three variables of experience, in public sector universities. 

● As indicated by the results, EP has a value of 0.624 (p > 0.05) that is considered 

statistically insignificant. However, OJ has a value of 0.008 (p < 0.05) that is 

considered statistically significant. Similarly, MP has a value of 0.005 (p < 0.05) 

that is also considered statistically significant. Therefore, such results imply that 

both OJ and MP have significant difference in the mean values between all 

groups; but, EP has an insignificant difference in the mean values of all groups, 

between groups of experience, in public sector universities. 

● The results highlighted the existence of significant differences between the 

groups for variables employee performance of both public and private 

university employees. While there is also a significant difference exist between 

organizational justice of public universities employees’. However, no 

significant differences exist between the groups for other variables with regards 

to experience either in public or private university employees’. So, the Ho3 

“there is no significant mean difference in employees’ responses working in 

public and private universities based on their experience” is failed to reject. 

H04: There is no significant correlation between organizational justice, 

management practices, and employee performance 

● The findings from the correlational analysis as depicted in table 4.11 indicate 

that there is a bivariate relationship among the variables of the research, those 
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being PJ, DJ as well as IJ. Thus indicating that the change (increase/decrease) 

in one unit of DJ brings 64.7% change (increase/decrease) in PJ (r= .647, 

p<0.01) and 59% change in IJ (r=.590, p<0.01). Similarly, one unit change 

(increase/decrease) in PJ brings 69.9% change in IJ (r=.699, p<0.01). 

● The findings from the correlational analysis as depicted in table 4.12 indicate 

that there is a bivariate relationship among the variables of the research those 

being I, TDE, WC, CBPA as well as CR. Thus indicating that the change 

(increase/decrease) in one unit of I brings 53.4% change (increase/decrease) in 

TDE (r= .534, p<0.01), 42% change in WC (r=.420, p<0.01), 24.9% change in 

CBPA (r=.249, p<0.01) and 17.2% change in CR (r=.172, p<0.01). Similarly, 

one unit change in WC brings 39% change in TDE (r=.390, p<0.01). One unit 

change (increase/decrease) in CBPA, brings 14.7% change (increase/decrease) 

in TDE (r=.147, p<0.01) and one unit change in CR brings 14.8% change 

(increase/decrease) in TDE (r=.148, p = <0.01). Likewise, the change 

(increase/decrease) in one unit of CBPA brings about 19.5% change in WC 

(r=.195, p<0.01) and one unit change in CR brings 16.5% in WC (r=.165, 

p<0.01). One unit change (increase/decrease) in CR brings 44.4% change in 

CBPA (r=.444, p<0.01). All results of correlation are positive and significant.  

● The findings from the correlational analysis as depicted in table 4.13 indicate 

that there is a bivariate relationship among the variables of the research, those 

being OJ, MP as well as EP. Thus indicating that the change (increase/decrease) 

in one unit of OJ brings about 34.9% change (increase/decrease) in MP (r= .349, 

p<0.01) and 28.9% change in EP (r=.289, p<0.01). Similarly, one unit change 

(increase/decrease) in MP brings 26.8% change in IJ (r=.268, p<0.01). 

Therefore, these results provide supportive evidence to reject the Ho4 “There is 
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no significant correlation between organizational justice, management 

practices, and employee performance”. As there is significant, positive but week 

correlation exists among said variables. The findings are aligned with past 

researchers (Kalay,2016).  

H05: Organizational justice and management practices have no significant impact 

on employee performance.  

● The percentage of variance in the dependent variable that is accounted by the 

variations in the independent variable is generally denoted by Adjusted R-

square value. Hence, the R-square value as shown in the model indicates that 

the independent variables (Organizational Justice and Management Practices) 

account for 11.2% variance in dependent variable (Employee Performance).  

● The above table displays the results of the F-value. Thus, as indicated in the 

model that the F-value is greater than 3.96 (p < 0.05) which is a statistically 

significant value. Moreover, the F value for the model is 32.379 (p < 0.05). 

Therefore, it can be inferred that the modal is significant statistically.   

● The above table presents the coefficients of independent variables with 

dependent variable. The tabulated data show that both OJ and MP have positive 

and significant impact on EP, that is; (b= 0.223, p < 0.05) and (b= 0.190, p < 

0.05) respectively. The findings also elaborate that in comparison to MP, OJ 

has, to some extent, a higher impact on EP. This study establishes that not only 

all variables are statistically significant but they also bear an impact on 

dependent variable. Based on these results, Ho5 “Organizational justice and 

management practices have no significant impact on employee performance” is 

rejected. The findings are aligned with past researchers such as Bibi (2019;  

Bontis & Serenko, 2007) 
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5.3. Conclusion 

On the whole, a comprehensive and detailed analysis of the findings of the 

current study, emphasizes the significance and magnitude of organizational justice and 

managerial practices for accomplishing greater employee performance which then 

evidently brings about job satisfaction and employee retention. It also bestows 

comprehension on how organizations may develop and expand their managerial 

processes and work towards organizational justice.  These study findings also provide 

information regarding management practices by providing the stakeholders with 

empirically researched methodologies that focus on the employee and their impartial 

opinions by creating awareness about the significance of organizational justice in the 

best possible manner. 

This research was carried out on the grounds to determine the impact of 

organizational justice and management practices on employee performance at the 

university level. Organizational justice and managerial practices are considered to be 

two significant factors that affect the performance of employees.  The study’s findings 

were deduced using a quantitative approach, precisely the cross-sectional survey 

method was utilized. Individuals working as employees in both the public and private 

universities in Punjab, Pakistan constituted the target population for this study. 

Furthermore, the accessible population of the study was all top management staff, 

middle management staff, teaching staff, and custodian staff from the universities of 

Lahore, Punjab. The study has five objectives and based on these objectives hypotheses 

were tested.  

This study comprised of 500 respondents; in order to achieve comprehensive, 

detailed, effective, and relevant results after testing the hypothesis. Amongst the 

respondents, 290 were male employees and 210 were female employees; hence 
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accounting for 58 percent and 42 percent, respectively. The representatives in the study 

yielded from both public sector and private sector universities. In order to achieve equal 

representation, each group accounted for 50 percent of the total population. Moreover, 

amongst the participants 41 respondents were from the top management (8.2 percent), 

173 respondents were from the middle management (34.6 percent), from the custodian 

staff there 137 respondents (27.4 percent) and, finally, 149 respondents belonged to the 

teaching staff (34.6 percent).  

Furthermore, it was also observed that the university employees presented a substantial 

variance in their perceptions regarding the organizational justice. Similarly, a major 

variation was also revealed in the perception of university employees towards the 

management practices. On the other hand, the male and female employees also 

presented varied responses towards organizational justice in public universities and 

these varied differences were found to be significant as well. However, there was no 

significant difference in the perception of males and females employees on 

management practice and employee performance in a public university setup. Similarly, 

it was noticed that there was a substantial variance in the male and female employees’ 

perception of organizational justice in private universities as well. On the other hand, it 

was found that when it came to both management practices and employee 

performances, insignificant perceptual differences were witnessed between the male 

and female responding employees.  

The correlational analysis conducted in the study found that the correlation between all 

the variables was significantly positive. Such as, there was an affirmative as well as 

significant correlation between organizational justice and management practices. 

Likewise, study also found that there was a considerable and affirmative association 

between organizational justice and the employee performance. Finally, there was an 
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encouraging and substantial correlation between managerial practices and employees 

performance. 

As a final point, it has been discovered that university employees have a critical 

distinct perception with regards to organizational justice. Additionally, it is also 

likewise determined that the university employees also hold a critical distinct view of 

management practices. Thus, having proved the hypothesis mentioned in the study; 

these were tested through statistical analysis, and it was found out that organizational 

justice had a confirmed and meaningful impact on employees' performance, therefore 

the hypothesis was accepted. Similarly, hypothesis management practices had an 

affirmative and substantial impact on employees' performance was also established. 

The findings of this study build upon and augment the conclusions drawn by preceding 

studies who established that organizations along with their managerial staff stimulate 

workers conduct and performance to a large extent. Fostering and promoting 

consciousness of organizational justice may result in several advantages for an 

organization such as declined absenteeism and employee staff renewal rate (Alsalem & 

Alhaiani, 2007).  The organizations that do not pay heed and disregard apprehensions 

regarding procedural justice may expose themselves to threatening negative effects of 

organizational decisions, refusal to comply with the rules and processes, and in some 

scenarios, decreased level of job satisfaction and declining employee performance 

(Lind and Tyler, 1988). As a result, encouraging and promoting the employees’ 

impression of organizational justice is fundamental to employee performance. 

5.4. Discussion 

The results are important in many aspects as they give an in-depth insight into 

the relationship of the above-mentioned variables. The descriptive statistics show that 

out of 500 respondents 41 respondents were from top management, 173 from middle 
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management and 137 respondents from custodian staff, and 149 from teaching staff. It 

implies that middle management is the largest portion of the respondents participating 

in the study and top management is the least section of the whole respondents. This 

indicates that middle management is more enthusiastic to participate in the study. It 

shows their concern for organizational justice, performance, and management practices 

such as training, career development, etc. Furthermore, the descriptive statistics show 

that the designation-wise response of the respondents is also worth noting. It states that 

the responses of the respondents vary with the designation. This concludes that each 

group of respondents have a difference of perception while comparing the public and 

private organizations. It confirms that the organizational culture, values, policies, 

regulations of public organizations are different from private organizations. Hence, H1 

is confirmed that there is a difference in the perception of employees regarding 

organizational justice. These findings are aligned with the past researches such as Wang 

et al. (2010) that state that culture and organizational norms are relative for 

organizations. Likewise, procedural justice in the public sector is relatively different in 

the private sector due to strict adherence to the rules in books.  

 

 The age-wise difference is also visible from descriptive statistics which states 

that with the age or experience difference there is a significant change in the responses 

of the respondents, regarding management practices of both in the public and private 

sector. Hence, H2 has been accepted. Similarly, the correlation statistics states that 

distributive justice brings change in procedural and institutional justice. This implies 

that organizations having viable distributive justice mechanisms keep the employees 

satisfy and resultantly, enhances the performance of employees. The results are in line 

with the past research (Magner, Johnson & Elfrink, 1994; Bontis, & Serenko, 2007; 
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Kamaluddeen, 2020) which states that procedural justice is related to commitment 

while distributive justice significantly enhances employee performance. 

 

The correlation of the different determinants of Management practices such as 

Involvement characteristics (such as needs for affiliation etc.) Competency-based 

performance, training and development, work condition, compensation, and rewards 

give an insightful and significant finding. It infers that all the above determents are 

positively correlated, however, the magnitude of the strongest among the determinants 

varies. The correlation among Involvement, training & development, and work 

condition is positive and strong while the correlation among the rest of the determinants 

is, although, positive but not strong. Hence, it implies that involvement characteristics 

are a significant factor that should be considered and should be more focused on by the 

management. It further explains that involvement characteristics (need for achievement 

and need for power) compel an employee to enhance its skills and competency via 

training and development. Similarly, work condition is also a significant factor that 

affects individual characteristics. From the above discussion, it is confirmed that H5 

has been accepted. The findings are at par with previous researches (Hon, 2012; 

Ahmed, Hizam, & Sentosa, 2020) which states that competency-based pay leads to the 

creative performance of employees. The results suggest that management practices if 

practiced in letter and spirit affect the performance of employees to a greater extent. 

Congenial atmosphere at the workplace, better compensation, and rewards, need-based 

training and a comprehensive plan for career development and growth, and above all 

competency-based performance are the key for employee performance. Hence, 

management should give due attention and care to these factors as they greatly impact 
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the organisations, its culture employees and over all working environment (Saeed et al., 

2019).  

The results of the research have shown that all aspects of organisational justice 

are important. This finding does not match Cohen-Charash and Spector's (2001) meta-

analysis findings but coincides with many earlier empirical studies. Besides, Wang et 

al. (2010) and Nasurdin and Khuan (2011) and Moazzezi, Sattari and Bablan (2014) 

findings support the conclusion of this study if employee's task performance is taken 

into account. Suliman (2007) and Suliman, Suliman, and Kathari (2013), also found a 

positive effect on job performance on distributive justice aspects. Results of this study 

showed a significant impact on the performance of employees by procedural justice. 

These results coincide exactly with the results of the Meta-analysis of Cohen-Charash 

and Spector (2001) but do not match Wang et al (2010). Cohen-Charash and Spector 

(2001), for example, determined that procedural justice was the most important 

determinant of employee performance among the three aspects of organizational 

justice.  

However, Wang et al. (2010) also stated that western societies focused more on 

organizational rules and procedures and were, therefore, more sensitive to the aspect of 

judicial proceedings. On the other hand, East societies mainly focus on the material 

results they obtain through work, knowledge, skills, and education and may therefore 

be more sensitive to distributive justice. It is worth mentioning that work can respond 

to requirements and interests, build a sense of satisfaction, commitment and meaning 

and promote productivity, well-being and health (Cropanzano, Byrne, Bobocel, & 

Rupp, 2001; Jahoda, 1982). Work can, on the other hand, be stressful, can trigger plans 

to leave and be a potential source of mental and physical diseases (Greenberg, 2010; 

Karasek& Theorell, 1990). Factors like self-esteem and coincidence and contextual 
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factors, such as organisational structure, were investigated as factors to change or 

moderate the relationship between the perceptions of justice and the outcomes of the 

work. However, there are different working factors in the same organisation for 

individuals. The working environment, for example, includes the construction of a 

workstation and the availability of light and air. It can also refer to the psychological 

workplace that is characterised by how employees perceive and what they are required 

to do and what they can to meet .these requirements (Karasek& Theorell, 1990, Saeed 

et al., 2019).  

An important predictor of attitudes, behaviour and outcomes in the workplace 

and their overall health is the psychological work environment (de Lange et al., 2009; 

Häusser, Mojzisch, Niesel, & Schulz-Hardt, 2010). Therefore, to what extent corporate 

justice interacts with workplace factors in shaping the work and health outcomes of 

individuals. This can be achieved by looking at whether an organization's fair 

perception affects the well-being of individuals, regardless of their perception of the 

working environment. Another way to examine the processes underlying the relations 

between perceptions of organizational justice and work and outcomes in the area of 

health is to try to understand what happens "within," when justice is perceived and, in 

particular, how that perception becomes personal reactions. The link between justice 

and outcomes was shown as a black box in 1998 by Hagedoorn, Buunk and van de 

Vliert. Research progresses in the opening of this blackbox, but not enough regarding 

outcomes outside work, were needed to understand the steps among both justice 

perceptions and attitudes and behaviour in connection with work. 

Analysis of employee performance, organizational justice, and managerial 

practices in public and private sectors, revealed that all the above three variables have 

differences so far their significance is concerned. Likewise, there is a statistically 
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significant difference between group means or not. The results show that EP has a 

significant value that is statistically insignificant, OJ and MP have insignificant values. 

Therefore, the results show that all three variables have an insignificant difference 

between groups in the mean difference between the different groups of designation in 

the public sector.   

 

It also shows that EP has a significant value which is statistically significant but 

JP has an insignificant value. Therefore, the results show that all two variables i.e. EP 

and OJ have a significant difference between groups in the mean difference between 

the different groups of designation bur JP has insignificant results in the public sector. 

These findings are matched with the past researchers (Iqbal, 2017; Saboor, Rehman, & 

Rehman 2018). Which revealed that public sector organisations have relatively changed 

organizational settings than private sector so far distributive justice is concerned. 

Similarly, other studies conducted by (Moshref-Javadi, 2006; Podsakoff et al., 2000; 

Podsakoff & MacKenzie, 1994) also suggested that the Organization Justice may play 

a substantial role in encouraging employees to stay at their current organization and 

through organisational Justice, motivating the employees by treating them fairly at the 

workplace within the organization. Ultimately, their performance would be better. 

The findings further revealed that organizational justice has a significant 

positive effect on employee performance. Hence, Ho3 of the research study has been 

proved and accepted. More precisely, organizational will feel comfortable in the 

organization where he/she feels justice will be ensured by the management and the 

organization. Resultantly employee will extend their loyalty and show their optimum 

performance. It further portrays, that organization should develop a mechanism where 

justice can be ensured and prevailed. Additionally, it would give a perception of 
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organizational support to the employees. Moreover, it implies that those organizations 

where a culture of justice is prevailed, employees develop a sense of trust and 

satisfaction that ultimately affect their performance. The findings are in line with the 

past research studies. Like, Earley and Lind (1987) identified a positive correlation in 

laboratory experiments between performance and procedural justice while Kanfer et al. 

(1987) reported an inverse link with procedural justice during the same decade. Kellerl 

and Dansereaul (1995) have reported that performance and procedural justice are firmly 

linked. In the past decade, however, Colquitt (2001) has shown that performance and 

proceedings justice are unclear. On the other hand, disagree about interactional justice 

and performance, since the strong positive relationship between performance and 

interactional justice has been documented by Masterson et al. (2000). On the other 

hand, though, Borman (1991) has recognised that performance can be foreseen in 

proceedings. In the past decade, Devonish and Greenidge (2010) said that the task and 

contextual performance of organisational Justice is correlated positively. There are 

many available investigations which indicate that the performance of employees can be 

predicted by organizational justice (Spector & Fox, 2002; Pak et al., 2020). The above 

studies clearly shows that organizational justice and employee performance are 

positively associated. In other words, organizational justice positively affects the 

performance of employees. Moreover, it also confirms that those organisations having 

prudent mechanism of justice, if it is procedural, distributive or interactional justice, 

their employees will be more satisfied and resultantly show better performance. 

  So far, the impact of management practices on employee performance is 

concerned the present study is contributing to the existing literature and extending the 

body of knowledge. The results demonstrated that management practices have a 

positive and significant effect on employee performance. The employees feel pride in 
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the organizations that care to their training, career development, better reward and well 

beings, resultantly their performance increases. Similarly, the study reveals important 

empirical results that make a significant contribution to clarifying the question of the 

impact of management practices on employee performance. Results confirmed H4 by 

showing that management practices have a significant impact on employee 

performance. This result is consistent with the empirical findings of which are in line 

with the findings of the past research studies (Cooper, Wang, Bartram & Cooke, 2019) 

which reveal that managing practices greatly affect the performance of employees 

through managing their talent. The perspective of social exchange can provide a useful 

lens for understanding the association between human resources and workforce 

performance. The view indicates that employees can reciprocate these organizational 

investments in positive ways when companies invest in their employees (Cropanzano 

and Mitchell, 2005; Kamaluddeen. 2020). In particular, if the employees voluntarily act 

on behalf of another party and expect that the favour is reciprocated in the future, they 

can enter into social exchanges. On the basis of the notion of social and reciprocal 

exchange (Gouldner, 1960), incentives, such as positive and positive actions directed 

to the organization's employees, create the conditions for employees to respond 

positively (Settoon et al., 1996). From a social exchange viewpoint, we maintain that 

employees can in turn take action in a way that satisfies organizational concerns if 

organizations invest in various dimensions of human resources practices that are likely 

to be seen by employees to indicate an employer's commitment to employees. 

Employees interpret business actions as HR practice that enhances skill, motivation and 

opportunity as a commitment or support from an organization, which employees then 

use positive attitudes to reciprocate by taking positive attitudes that foster the 

achievement of organizational objectives. When organization invests in different 
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dimensions of HR practice, employees can believe that their organizations, which can 

tell employees that they have a high value for the organizations, are concerned about 

their career needs and development (otherwise it wouldn't invest in the career of 

employees). Consequently, employees are expected to reciprocate by increasing job 

performance in different dimensions of HR practices. 

 Hence, it is confirmed that management practices including training and 

development, compensation and rewards etc are should be focused on by the 

organization. Similarly, this result is consistent with the empirical findings of 

(Becker,1964; Osman et al., 2011) how to confirm that management practices as 

training or career development can help the employees to show their competencies. The 

empirical proof of HRM's trilateral relations with employees indicates that the effects 

on employee happiness have positive effects on different dimensions of employee 

performance (Devonish, 2013; Jiang et al., 2012). However, studies have shown that 

HR practises can lead to increased stress, burnout, work compression, and 

intensification, all of which have a negative impact (Jackson et al., 2014; Pawar, 2016). 

However, some studies suggest that increased stress, burnout, fatigue and work 

intensification can lead to HR practises that have an adverse effect on employee 

physical well-being (Alfes et al., 2012; Pawar, 2016). Therefore, HR practises can 

benefit employee performance and employee well-being, while impacting a different 

aspect of their well-being. These research results point to the possibility of complicated 

remuneration patterns between HRM, various dimensions of employee welfare and 

performance. But there are still a lot of questions despite increasing evidence of 

tradeoffs (Peccei et al., 2013; Ahmed, Hizam, & Sentosa, 2020). The significance of 

management practices for better employee performance is visible from above 

discussion.  



133 

5.5. Implications 

The implications are given in the light of “research significance. As discussed in 

“significance of research” section the present study may be contributed into the weak 

areas of HR departments and give guidance to the managers to enhance the productivity 

of the organization by using different management practices and organizational justice. 

Moreover, it may also be beneficial for managers to give guidance to their employees 

to enhance productivity. It may be significant for the organization, employees and 

managerial staff, administration and faculty of higher education faculty to highlight the 

importance of organizational justice along with different and innovative management 

practices to understand the new situation and be creative to solve the forthcoming 

problems in globalization era. Hence, the following implications are described  as 

5.5.1. Practical Implications 

The research study is significant and it has contributed towards future literature 

along with practical implications for future organizational and managerial practices. 

The pertinent practical implications have been listed down as follows: 

1. Based on the findings of this study, organizations can highlight the existing 

policies and SOPs for strategic planning and may also formulate some more 

policies and SOPs in its alignment When organizations aimed to accommodate 

its employees and facilitate them towards achieving the organization's goals all 

the while keeping employees' interests at hand; they will be motivated. These 

can in turn bring about productive, effective, and enhanced employee 

performance and thus subsequent employee retention.  

2. The managerial practices can act as either a bridge or barrier towards the 

achievement of organizational goals; hence these practices must be paid utmost 
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attention to curtail them accordingly. The findings of the study can also act as a 

guide for organizations to reobserve and renew old existing managerial 

practices as per; the standards of the International Labor Organization, Pakistan 

Labor Laws, and most importantly Islamic principles in order to cultivate not 

only a just environment but also ensure employee loyalty and trust towards the 

organization. Employees witnessing just and fair organizational practices would 

lead to a more conducive environment and thus ultimately unanimous growth 

and development. 

3. In today's challenging market environment, organizations can only gain a 

competitive edge when all the facets of the organizational practices entail justice 

towards their employees. The organizational growth and development should 

bring about its employee’s growth and development as well. Also, the 

organizations must refurbish their managerial practices so as to create a link 

between its departments and divisions, such as training and development, 

compensation and reward, performance appraisal, recruitment, and selection 

should be linked with the strategic plans of the organization.  

5.5.2. Managerial Implication 

The research study is significant and contributed not only to the literature rather 

has managerial implications as well.          

1. Organizational justice and managerial practices are two imperative factors that 

guarantee employee performance and overall organizational development and 

reputation. Hence, these should be given strategic importance by the 

management 
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2. A sound and viable mechanism of organizational justice should be developed 

by the organization and implemented by the management especially the Human 

Resource department. As today's corporations are diversified so far, their 

workforce is concerned hence, their management is keeping equal importance. 

Diversity, although, brings novelty and creativity to the organization however 

coupled with conflicts and disagreement as well. Therefore, to solve the 

employees’ problems, issues, and conflicts a proper system for compliance, 

redressal, and grievances should be established by the organization.  

3. The research helps the management in terms of establishing a system of fairness 

in all aspects. This fairness and judiciousness should be reflected in the policies, 

procedures, and rules & regulations of the organization. It can guide the 

management to refine the mechanism of allocation and distribution of resources 

among the employees. Similarly, management may further strengthen and 

develop the procedures of promotion, retention, rewards, pay, and pension, etc. 

In this regard, the Performance Appraisal Mechanism is a way out which can 

help the management to develop a performance-based reward system. Besides, 

the research would help the management to introduce and develop Key 

Performance Indicators (KPI) based system for employees. Moreover, it would 

help HR to develop policies to protect the dignity of the employees, and 

resultantly, a congenial atmosphere may be developed.  

4. The research is beneficial for Human Resource Development (HRD) sections 

of organizations for developing a comprehensive mechanism of recruitment and 

selection need-based training, employees’ development, performance appraisal, 

rewards, and compensation. 
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5. The findings of the study suggested the management develop a Strategic Human 

Resource mechanism for connecting the management practices with the 

strategic plan of the organization.  

5.6. Recommendations 

In the light of the above discussion following are the recommendations that may 

serve as policy guidelines for the management and industry. 

1. Organizations are aimed to provide a congenial atmosphere and harmonious 

workplace for the employees to achieve organizational goals. All these can only 

be possible if organizations provide a fair and transparent mechanism of justice. 

Hence, organizations should revamp and overhaul their policies, procedures, 

rules, and regulations according to international standards of ethics and justice. 

The mechanism should accommodate all the -aspects of justice such as 

distributive, interactional, and procedural justice. In this regard, it is further 

suggested that existing rules and regulations should be revised by constituting a 

Strategic Steering Committee (SSC) which is comprised of top management, 

representatives of middle or operational management, and the HR department. 

The committee should deliberate upon the existing regulations and mold or 

adapt them as per the standards of the International Labour Organisation, 

Pakistan Labour Laws, and most importantly Sharia principles.. Inclusion of 

Sharia principles is imperative in the sense that it would help to accommodate 

cultural and religious values as well. 

2. The management should comprehensively reframe the HR practices and should 

link them to the strategic level. As it is pertinent to   mention that in today's 

challenging and competitive corporate world organizations can only gain a 

competitive edge when their operations are linked to their goals and strategic 
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vision. Hence, managerial practices should be aligned with the organizational 

vision, mission, and strategic goals. In this regard, all the aspects of the 

managerial practices such as training & development, compensation and 

reward, performance appraisal, recruitment, and selection should be linked with 

the strategic plan of the organization. Here, it is suggested to first form a 

strategic committee headed by the head of the organization, comprised of all 

key stakeholders and the HR office. The committee should analyze and evaluate 

the existing managerial practices and then align them with the strategic plan. 

Here some further sub-suggestions are given below: 

5.6.1. Recruitment and selection  

The recruitment and selection should be conducted as per the strategic plan. The 

employees should be hired keeping in view the strategic requirement and organizational 

goals. This will help the organization in a way that only those candidates would be hired 

who meet the requirements of the organization.  

5.6.2. Need-Based Training (NBT) 

  It is suggested that employees should be provided with NBT, through evaluating 

their needs and identifying the skill gap. This would help the organization not only in 

terms of achieving its strategic goals rather employees would also perform well through 

learning the relevant skill as per their jobs. Resultantly, as per Social Exchange Theory 

employees will be satisfied and perform well.  
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5.6.3. Performance Appraisal Mechanism System(PAMS) 

The development of PAMS is one of the main recommendations of the current 

study and an integral outcome of the research. PAMS is a significant tool for assessing 

the performance of the employee, in the light of the strategic vision of the organization. 

It helps the employee to achieve its individual goals assigned by the department and 

organization through achieving Key Performance Indicators (KPIs). It further supports 

the employee for career development, enhancing capabilities, and resultantly 

identifying new opportunities for growth and promotion. While, an organization is 

benefitted from PAMS via achieving the strategic vision, mission, and goals. Hence, it 

is a win-win approach that helps both employees and organizations to develop and 

grow. However, it is pertinent to mention that PAMS need deliberations, proper 

evaluation, and inclusion of related stakeholders. Moreover, it should be flexible 

enough to accommodate the redressal of grievances of the aggrieved party(ies). 

5.6.4. Diversity Management 

To ensure fair and transparent affairs of the organization for implementing 

organizational justice there should be a viable mechanism of diversity management. 

Although diversity brings, innovation, change, creativity, and productivity in the 

organization, however, it is associated with several issues like conflicts, grievances, 

workplace bullying, harassment, etc. Hence, there should be a proper procedure for 

redressal of workforce diversity-related issues. Besides, an organization should 

endeavor to nurture and establish of harmonious and value-based culture. 

3. The findings revealed that there is a substantial variance in the perception of 

public and private university employees regarding organizational justice and 

managerial practices. Hence, it is suggested that there should be proper 
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orientation, education, and awareness sessions arranged by the HR 

department/HRD for all the employees. This would help the university 

management to understand and realize the significance of these factors for the 

organization. Besides, it would help to align or correct the false of different 

perceptions of employees and management on what is organizational justice and 

managerial practice and how it keeps importance for employee performance. 

These sessions should be in a dynamic way in which a participative approach 

and group discussion should be encouraged. In this regard corporate trainers, 

motivational speakers, and even academicians may also be consulted and 

engaged to deliver short courses, training, and conduct interactive sessions for 

realizing the importance of these factors.  

4. Public sector organizations should especially incorporate the concept of 

employees’ well-being, organizational justice, and employee performance. In 

this regard, it is suggested to the government to the enactment of legislation and 

laws. This would bring both public and private organizations at par so far, their 

operations and behavioral aspects are concerned. Moreover, such legislation if 

successful may be extended to the federal level as well. Furthermore, the 

concept of Key Performance Indicators (as discussed above) should also be 

introduced in public sector organizations. This would help to reduce the 

differences among the perceptions of both organizations rather it would enhance 

the efficiency and effectiveness of public organizations. 

5. Organizations should not only care about the profit rather it should be 

employee-centric as well. This can only be feasible when an organization care 

for its employees well being, growth, health, hygiene, dignity, respect, 

opportunities for career development, enhancement of skills, and overall 



140 

satisfaction. Hence, the above factors should be added to the organizational core 

values and depicted in its actions as well as operations. This can be ensured 

through the development of the revision of the mission statement of the 

organization. Moreover, the core values once developed should be 

communicated to all the employees. It would serve the purpose of bondage 

among the employees and organization and resultantly a culture of positivity 

would be established. 

6. The findings revealed that there is also a majorvariance in the perception of both 

public and private university employees with regards to organizational justice 

and managerial practices when taken into consideration in terms of gender. 

Hence, it is recommended that the human resources department must focus on 

the females working in the organization, by providing them with an equal and 

level playing field and thus empowering them to perform on their jobs to the 

best of their capability. In order to encourage active female participation, 

various sessions can be arranged to encompass; training, and development, 

motivational, educational, or awareness sessions. Such sessions would not only 

boast female employees’ morale (since they may feel that such training and 

developing sessions are a way to invest in their future) but also counter gender 

inequality. Since gender inequality causes a ripple effect within an organization, 

particularly the economic performance of an organization. This will also bring 

about productive competition amongst the organizational employees thereby 

rendering overall growth and development. 

5.7. Limitations 

           Every research has some limitations and this current is also no exception. 

Therefore, the results obtained from the study must be interpreted with caution and a 
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number of limitations should be kept in mind. Henceforward, there are certain 

limitations of the research which can serve as future directions for future researchers.  

● The data gathered for the current research was based on self-reporting 

methodology; therefore, it may have resulted in a commonly found method. 

And, conflicts arising from cultural bias and other personal issues may have 

resulted in respondents giving answers that would be socially desirable. 

Answering in such a manner may have influenced the results of the study.  

Second, behavioral intentions, as opposed to genuine conduct, were measured, while 

intent is not generally immaculate indicator of the behavior as they cannot be quantified 

accurately. The study’s methodology is grounded on the idea to assess the magnitude 

of satisfaction responses, which is the goal that can be accomplished more promptly by 

determining behavioral intentions instead of behaviors. 

● Third, the assessment of organizational fairness in estimating three components 

of organizational justice; this study utilized questionnaires that requested 

employees to record their responses to the items that probed how they perceive 

if a phenomenon is by and large impartial. While, zeroing in on the impartiality 

and objectivity of distributive, procedural, and interactional justice, the 

investigators assumed that employees deem impartiality to themselves.  

● Moreover, the study focused on two demographics of the sample, that being, 

gender, and designation. However, demographical differences such as years of 

experience or period serving at the university may have provided further insight 

and would have provided more in-depth insight on the studied phenomenon.  

● Even though the study comprised of 500 respondents but such a sample size 

may be deemed insufficient for statistical measurement. Future studies thus can 
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focus on obtaining a larger sample size in order to decrease the margin of error 

and substantiate the findings more credibly. 

● Due to limited resources and time constraints, the study was needed to be 

completed in a certain time period, due to which many factors or possible 

influencers were overlooked. Thus, in the future, researchers can focus on 

studying these factors as well. 

● Another limitation of the research is that the sample of the study comprised of 

participants belonging from Lahore only, thus the generalizability of the study 

may be limited.  

● Moreover, the research was quantitative in nature. Quantitative researches 

though tend to yield statistical inferences and analysis for the hypothesis test, 

and may enable the research to be generalizable but however quantitative 

analysis lacks in-depth reasoning. Henceforth, future researches can focus on a 

mixed-method or qualitative approaches to understand the reasoning for causal, 

or correlational relation between the variables  

● Additionally, there are certainly other factors that can act as mediating and 

moderating variables. Their relationship with the existing variables can give a 

more in-depth and insightful understanding of organizational justice, 

managerial practices, and employee performance. Hence, those variables should 

be identified and their effects can be tested.  

● In addition, the present study is based on cross-sectional data, however, there is 

a maximum possibility of Common Biased Method error hence to avoid this 

issue the future researchers may conduct Longitudinal or time lag studies.  

● At last, but not least, the present study is based on regression analysis which is 

unable to specify the effects of different paths and direct or indirect effects. 
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Hence, future research studies should be conducted on Structural Equation 

Modeling to identify different paths, direct and indirect effects of variables, and 

develop a more complex model.  

5.8. Future Directions 

Each research work paves a way for newer and advanced studies. Thus, enabling 

researchers to not only study and discuss the phenomenon in detail but also allowing 

them to widen the scope of the study. Therefore, based on the limitations of the study, 

below are some mentioned points that would pave a way for future researches: 

● Based on findings it can be witnessed that there are many other factors at play; 

like some of the extraneous variables such as; social biasness, workload, 

pressure from peers or administrative management, etc., apart from the studied 

variables which are contributing towards the study without them being taken 

into consideration. A relationship has been established among the studied 

variables, so future studies can take into account these factors and extraneous 

variables as well impacting the research in one way or other to understand the 

relationship and impact of a variety of variables on the studied relationship.  

● Another approach that can be taken for expanding the horizon of the research 

findings, to modify the research methodology to qualitative, mix-method, or 

cross-sectional.  

● In the current study only data was collected from the private and public 

universities of Lahore, future studies can expand the scope of data collection; 

so as to make the study more relevant and also increase the generalizability. 

Hence, to make the results pragmatic and relevant the across Pakistan, this study 

should be replicated in other provinces as well as the capital Islamabad. 
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● Future studies can focus on altering the design of the study, with the purpose of 

illuminating any error; thus to avoid various issues the future researchers may 

conduct Longitudinal or time lag studies. Conducting a longitudinal study 

would help the researcher to determine, authenticate, and corroborate not only 

the accurate succession of proceedings, and pinpoint alterations and deviations 

across time period, but also impart an intuition into a cause and effect 

relationship amongst the variables. 

● Analysis that was conducted in the study were both correlational and regression 

analysis, which focused on understanding the relationship between the 

variables. However, in order to develop a deeper understanding, future research 

studies can be conducted using the Structural Equation Modeling technique, so 

as to ascertain various paths, the direct and the indirect effects of the variables. 

Hence developing a more complex model will allow the researcher to not only 

understand these concepts from a different angle but also bridge the gap found 

in the literature.  

5.9. Contribution of the study 

The research has several practical and managerial contributions to the body of 

knowledge. Firstly, the research devised several strategies in terms of organizations 

aiming to accommodate its employees and facilitate them towards achieving the 

organization's goals all the while keeping employees' interests in front for motivating 

them. Such measures would help them to become more productive, effective, and 

enhanced employee performance and thus subsequent employee retention. Secondly, in 

terms of recommendations the research contributed to recruitment and selection 

process, need based assessment and performance appraisal measurement system 

(PAMS). In other words, paved the ways for developing a performance appraisal 
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system which is synchronized with Strategic Human Resource Management of an 

organization. 
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APPENDIX V

 

MANAGEMENT PRACTICES SCALE 

Dear Respondent, 

The present study is to identify the impact of organizational justice and 

management practices on performance of the university employee. Please 

express how far these practices and their outcomes are prevailing in your 

organization by indicating your level of agreement/ disagreement on a five point 

scale. 

Where, 

 

SA= Strongly Agree, A=Agree, UD=Undecided, D= Disagree, SD=Strongly 

Disagree.) 

 

The information provided by you will be used only for research (Ph.D) and not 

for any commercial activity. Please spare a few minutes from your valuable 

schedule and share your true feelings. Confidentiality of the information 

provided will be ensured. (Thank you). 

 

Gender:   Male              Female 

University:   Public    Private 

Age: ____________________     Designation : ______________________         

Experience : _____________________ 
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Sr. 

No 

 Involvement 

1 My organization gives me respect and pays 

attention to my presence. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ مجھ پر توجہ  

 دیتی ہے اور عزت کے ساتھ پیش آتی ہے۔ 

SA A UD D SD 

2 My organization is interesting in my welfare. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ میری  

 خوشحالی کے بارے میں فکر مند ہے۔ 

SA A UD D SD 

3 Higher management and employees enjoy a 

culture of cooperation and trust in my 

organization. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہا ں مالزمین  

اور مینیجرحضرات اور مالزمین میں افہام و تفہیم پائی جاتی  

 ہے۔ 

SA A UD D SD 

4 My organization appreciates the tasks I 

accomplish and the results I produce (e.g., verbal 

admiration, in published literature, etc.)  

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ میرے کام  

اور ان کے نتائج کو سراہتی ہے )مثال زبانی تعریف یا اپنے  

ں آرٹیکل ک ذریعے( مطبوعہ مجلوں می  

SA A UD D SD 

5 My organization encourages independent 

decision-making, setting goals and task 

achievement. 

SA A UD D SD 
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جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ کام کرنے  

 اور فیصلے کرنے میں خودمختاری کے حق میں ہے۔  

6 My organization expects me to meet my needs 

and professional requirements. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ میری  

 ضروریات اور امیدوں پر پورا اترانے کی کوشش کرتی ہے۔ 

SA A UD D SD 

7 In my organization, employees and higher 

management keep exchanging information to 

assure proper execution of their duties. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں اپنے  

لیے مینیجر اور   فرائض احسن طریقے سے ادا کرنے کے

 مالزمین مسلسل معلومات کا تبادلہ کرتے ہیں۔

SA A UD D SD 

8 My organization motivates my involvement in 

making decisions and solving problems. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ فیصلے  

کرنے اور مسائل کے حل کرنے میں میری شمولیت کی  

 حوصلہ افزائی کرتی ہے۔ 

SA A UD D SD 

9 In my organization, colleagues enjoy a 

comfortable culture of mutual confidence and 

teamwork. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں ہم منصبوں  

 کے درمیان اعتماد اور تعاون کا ماحول پایا جاتا ہے۔  

SA A UD D SD 

10 My organization pursues the adjustment of 

employees to their respective duties. 

SA A UD D SD 
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مالزمین  جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ اپنے 

 کے کام میں مثبت تبدیلی کو سراہتی ہے۔ 

11 In my organization, compatibility between 

communication and managerial practice is 

assured. 

  جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہا ں مینجمنٹ

کی عملی کارکردگی اور زبانی حکمت عملی میں مستقل  

 مزاجی پائی جاتی ہے۔  

SA A UD D SD 

12 I can make use of knowledge and behaviors 

learned duringthe training at work. 

میں اپنے کام کے دوران ٹریننگ میں سیکھے گئے علم اور 

 رویوں کا استعمال کر سکتا، سکتی ہوں۔ 

SA A UD D SD 

13 My organization facilitates me in learning the 

skills that ensure productive fulfilment of my 

duties (e.g., seminars, demonstrations, etc.) 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ مجھے اپنے  

مہارتیں  فرائض کو کامیابی سے انجام دینے کے لیے مختلف 

سیکھنے میں میری مدد کرتی ہے۔ )مثال ٹریننگ ، کانفرنس  

 وغیرہ( 

SA A UD D SD 

14 My organization invests in my learning and 

progress boosting my individual and career 

growth at a broader spectrum (e.g., covering all 

or partial expenditures of academic degrees, 

certificates, communication courses, etc.) 

SA A UD D SD 
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جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ میری ذاتی 

ترقی کو وسیع پیمانے پر پروان چڑھانے کے   اور پیشہ ورانہ

لیے میری ترقی اور تعلیم میں مدد کرتی ہے۔ )مثال گریجویٹ  

، انڈر گریجویٹ سطح پر جزوی یا کلی تعلیمی وظیفہ،  

 لینگویجکورسز( 

15 In my organization participants make assessment 

of trainings offered. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں ٹریننگ کا  

 اندازہ شرکاء لگاتے ہیں۔ 

SA A UD D SD 

16 My organization encourages acquisition of 

knowledge and its practical implementation. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ سیکھنے اور  

 علم کے اطالق کی حوصلہ کرتی ہے۔ 

SA A UD D SD 

17 Training requirements are identified after a 

specific period in my organization. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں ٹریننگ کی  

 ضرورت کو وقتافوقتا معلوم کیا جاتا ہے۔  

SA A UD D SD 

18 My organization offers welfare packages (e.g., 

medical, housing, pick and drop, etc.) 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ بنیادی فوائد  

مہیا کرتی ہے۔ )مثال صحت کی دیکھ بھال، آمدورفت میں  

 مدد، کھانے کی سہولت وغیرہ( 

SA A UD D SD 

19 My organization provides appropriate training in 

order to stay safe from workplace accidents. 

SA A UD D SD 
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جس تنظیم کے لیے میں کام کرتا، کرتی ہوں اس کے پاس  

یں جو مالزمین کو اپنے دفتر میں حادثات  ایسے انتظامات ہ 

 سے نمٹنے اور ان کے روکنے میں مدد دیتے ہیں۔ 

20 My organization takes the safety of its 

employees into account by ensuring a check on 

the people who enter the premises. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ دفتر کی  

ے کو کنٹرول کر کے  بلڈنگ میں آنے والے لوگوں کے داخل

 اپنے مالزمین ک تضفظ کا خیال رکھتی ہے۔ 

SA A UD D SD 

21 My organization offers benefits to socialize (e.g., 

membership to social circles, club, gyms, etc.) 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ اضافی فوائد 

لبز اور اس مہیا کرتی ہے۔ )مثال جم کی ممبر شپ، کنٹری ک

 قسم کی دوسری سہولیات وغیرہ(

SA A UD D SD 

22 Interior and climate (air conditioning, heating, 

ventilation) of my organization are relaxing, 

ergonomic and up-to-date. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں کی  

سہولیات اور ظاہر ھالتمثالالئٹس، ہواداری کا نظام، شور، 

زمین اور ماحول کے مطابق، آرام دہ درجہ حرارت وغیرہ مال

 اور معقول ہیں۔ 

SA A UD D SD 

23 My organization gives importance to my health 

and quality of life. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ میری صحت  

 اور معیار زندگی کے بارے میں فکر مند ہے۔  

SA A UD D SD 
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Competency-Based Performance Appraisal 

24 My organization shares appraisal criteria and 

outcomes with its employees based on 

competency. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ صالحیت پر  

کے نتائج کے بارے  مبنی کارکردگی جائزہ کی پیمائش اور اس

 میں مالزمین سے گفتگو کرتی ہے۔ 

SA A UD D SD 

25 Employee's development plan is drawn based on 

competency and performance appraisal in my 

organization. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں صالحیت پر  

مبنی پیمائش مالزم کی ترقی کے منصوبے کی بنیاد فراہم کرتی 

 ہے۔ 

SA A UD D SD 

26 In my organization, decisions about career 

promotions and salary increments are taken based 

on performance appraisal. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں صالحیت پر  

مبنی پیمائش مالزم کو ترقی دینے اور تنخواہ بڑھانے کے  

 منصوبے کی بنیاد ہے۔  

SA A UD D SD 

27 My organization shares competency-based 

performance appraisal criteria and outcomes with 

its employees. 

SA A UD D SD 
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جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں صالحیت پر  

مبنی پیمائش اور اس کے نتائج کو اپنے مالزمین تک پہنچاتی  

 ہے۔ 

28 My organization carries out performance appraisal 

after a specific period of time. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں صالحیت پر  

 مبنی پیمائش وقتا فوقتا منعقد کی جاتی ہے۔  

SA A UD D SD 

29 I receive incentives in terms of bonuses, 

acknowledgement notes, promotions, etc. in my 

organization. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ مجھے مراعات 

مہیا کرتی ہے، جیسے کہ ترقی، کمشنڈ فنکشنز، ایوارڈز، بونس 

 وغیرہ۔ 

SA A UD D SD 

30 In my organization, results of my assignments 

influence my salary. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہاں میری تنخواہ  

 پر میرے تعلیمی نتائج اثر انداز ہوتے ہیں۔ 

SA A UD D SD 

31 My organization pays me in accordance with my 

qualification, skill-set and practical knowledge. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہوں وہ مجھے میری  

 صالحیت، ٹریننگ اور تعلیم کے مطابق تنخواہ دیتی ہے۔  

SA A UD D SD 

32 My organization pays me in comparison with 

parallel private or public marketplace. 

SA A UD D SD 
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جس تنظیم کے لیے میں کام کرتا، کرتی ہونوہ مجھے یا تو  

سرکاری اور یا غیر سرکاری اداروں کے مطابق معاوضہ دیتی 

 ہے۔ 

33 My organization designs employee's reward 

system taking into account the prospects and 

opinions of its employees. 

جس تنظیم کے لیے میں کام کرتا، کرتی ہونوہ مالزمین کو انعام 

ل دینے سے پہلے ان کی دینے کے مرحلے کی حتمی شک 

 توقعات اور مشورہ جات کو زیر غور رکھتی ہے۔  

SA A UD D SD 
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APPENDIX VI

 

QUESTIONNAIRE ON ORGANIZATIONAL JUSTICE 

Sr 

# 

Statements  

SA A UD D SD 

 
Distributive Justice      

1  

Timetable of my work is justified. 

 میرا کام کرنے کا شیڈول منصفانہ ہے۔  

SA A UD D SD 

2 My pay scale is justified. 

 میرے خیال میں میری تنخواہ کا لیول منصفانہ ہے۔  

SA A UD D SD 

3 I think my workload is justified 

مقدار کافی منصفانہ ہے۔   میرے کام کی  

SA A UD D SD 

4 Rewards I receive are quite justified. 

مجموعی طور پر مجھے جو انعامات ملتے ہیں وہ کافی حد تک 

 منصفانہ ہیں۔ 

SA A UD D SD 

5 I consider my job description quite justified . 

منصفانہ ہیں۔میرے خیال میں میری جاب کی ذمہ داریاں   

SA A UD D SD 

Procedural Justice  

6 General manager makes job decisions in an 

unbiased manner 

جاب کے فیصلے جنرل مینیجر کے ہاتھوں غیر جانبدارانہ 

 طریقے سے کیے جاتے ہیں۔ 

SA A UD D SD 
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7 Before taking any job decisions, my general 

manager makes sure that employee's concerns are 

duly considered 

میرا جنرل مینیجر اس بات کو یقینی بناتا ہے کہ تمام مالزمین 

 کے احساسات کو جاب کا فیصلہ کرنے سے پہلے سنا جائے۔  

SA A UD D SD 

8 Official job decisions are made by my general 

manager after collecting precise and 

comprehensive facts 

میرا جنرل مینیجر باقاعدہ کسی جاب کے بارے میں فیصلہ 

 کرنے سے پہلے درست اور مکمل معلومات اکٹھی کرتا ہے۔ 

SA A UD D SD 

9 General manager elucidates decisions and shares 

extended information requested by the employees 

جب مالزمین کی طرف سے کرخواست کی جائے تو جنرل  

مینیجر اپنے فیصلو ں کو واضح کرتا ہے اور اضافی معلومات 

 بھی فراہم کرتا ہے۔ 

SA A UD D SD 

10 All the job decisions are systematically applied to 

all the concerned employees. 

متعلق تمام فیصلے تمام مالزمین پر مستقل طور پر   جاب کے

 الگو ہوتے ہیں۔ 

SA A UD D SD 

11 Employees are entitled to question job decisions 

made by the general manager 

مالزمین کو اس بات کی اجازت ہے کہ وہ جنرل مینیجر کی  

 طرف سے کیے گیے فیصلے کو چیلنج کر سکیں۔ 

SA A UD D SD 
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Interactional  Justice 

12 General manager treats me amicably when making 

decisions about my career and current working 

میری جاب کے بارے فیصلہ کرتے ہوئے میرا جنرل مینیجر  

 مجھ سے شفقت اور توجہ کے ساتھ پیش آتا ہے۔ 

SA A UD D SD 

13 My respect and prestige is considered when 

decisions about my job are made by the general 

manager 

میری جاب کے بارے فیصلہ کرتے ہوئے میرا جنرل مینیجر  

 مجھ سے عزت اور احترام کے ساتھ پیش آتا ہے۔ 

SA A UD D SD 

14 My personal needs are considered by my general 

manager when making a decision about my job 

میری جاب کے بارے فیصلہ کرتے ہوئے میرا جنرل مینیجر  

 میری ذاتی ضروریات کے بارے میں احساس کرتا ہے۔ 

SA A UD D SD 

15 The general manager tends to be truthful when 

making decisions about my job 

بارے فیصلہ کرتے ہوئے میرا جنرل مینیجر  میری جاب کے  

 سچائی سے کام لیتا ہے۔  

SA A UD D SD 

16 General manager shows that he is concerned about 

my employment rights while making decisions 

about my job 

میری جاب کے بارے فیصلہ کرتے ہوئے میرا جنرل مینیجر  

میرے حقوق کے ارے میں فکر مندی  ایک مالزم کے طور پر 

 کا اظہار کرتا ہے۔ 

SA A UD D SD 
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17 The general manager shares the details of 

decisions with me while making decisions about 

my job 

میرے جاب کے بارے فیصلے کے بارے میں میرا جنرل  

 مینیجر مجھ سے تمام تفصیالت پر گفتگو کرتا ہے۔  

SA A UD  D SD 

18 The general manager satisfactorily justifies the 

decisions made about my job 

میری جاب کے بارے میں فیصلے کے بارے میں میرا جنرل 

 مینیجر معقول جواز پیش کرتا ہے۔ 

SA A UD D SD 

19 The explanations extended by the general manager 

about the decisions made about my job make 

sense to me 

میری جاب کے بارے میں فیصلے کے بارے میں میرا جنرل 

 مینیجر معقول وضاحت کرتا ہے۔ 

SA A UD D SD 

20 My general manager elucidates and elaborates 

ever decision related to my job and duties. 

بھی فیصلے کو میرا جنرل میری جاب کے بارے میں کسی 

 مینیجر بہت صفائی کے ساتھ واضح کرتا ہے۔ 

SA A UD D SD 
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