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LAMPIRAN

Lampiran 1. Surat Permohonan Penelitian

FAKULTAS BISNIS
DAN EKONOMIKA

UNIVERSITAS ATMA JAYA YOGYAKARTA

Nomor: 1094/Pen/| 06 Mei 2026
Lamp.: -

Hal : Iljin Penelitian

Kepada Yth.

Sekretaris Ditjen Perbendaharaan
Direktorat Jenderal Perbendaharaan

Dengan hormat,

Sehubungan dengan penulisan Skripsi yang berjudul “Pengaruh Keadilan
Organisasional terhadap Kepuasan Kerja Karyawan pada Kantor Wilayah DJPb
Provinsi D.l. Yogyakarta” yang dilakukan oleh mahasiswa kami dengan identitas:

Nama : Theresia Luna Azaria
NPM/Program Studi : 220326810/Manajemen
No. Handphone : 082198717199

Kami mohon Bapak/Ibu berkenan memberikan ljin Penelitian kepada mahasiswa
tersebut untuk mendapatkan data yang diperlukan.

1. 68 karyawan sebagai responden

Skripsi yang ditulis oleh mahasiswa ini merupakan karya ilmiah yang memiliki tujuan
dan sifat keilmuan. Oleh karenanya tidak akan dipergunakan untuk hal-hal yang
merugikan.

Atas perhatian dan bantuannya, kami mengucapkan terima kasih.

Deka

hestu N. Krisjanti, SE., M.Sc., Ph.D.
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Lampiran 2 Kuesioner Data Responden

Bagian 1 dari 6
—

e

PENGARUH KEADILAN ORGANISASIONAL <t
TERHADAP KEPUASAN KERJA PADA e -
KAN w' L DJ Pb PROVI NSI D- I ] YOGYAK-ARTA ;::::hd:a'It::?r‘:l?a‘:i‘ai:l:ha:l:‘:ya digunakan untuk ar'halisi\:.ash:clr hon berikan jawaban yang tepat dan benar.

B I U oo %

¥th. Bapak/|bu/Saudara/i segenap pegawai Kanwil DJPb Provinzi 0.l Yogyakarta,
Gender * Pendidikan *

Perkenalkan, saya Theresia Luna Azaria, mahasiswi Program Studi Manajemen, Fakultas Bisnis dan
Ekonomika Universitas Atma Jaya Yogyakarta, yang saat ini sedang melakukan penglitian di Kanwil DJPE O Perempuan SMA/SMK/Sederajat/Paket C
Provinzi [L]. Yogyakarta dalam rangka penyusunan skripsi dengan judul:

i-aki D1/D2/D3
“PENGARIUH KEADILAN ORGANISASIONAL TERHADAP KEPUASAN KERJA PADA KANWIL DJPh PROVINSI ) (EISTY ol

D). YOGYAKARTA™
D4/51

Penelitian ini bertujuan untuk memperoleh data mengenai persepsi pegawai terkait keadilan arganizasi dan

pengaruhnya terhadap kepuasan kerja. Oleh karena itu, saya memohon kezediaan Bapak/lbu/Sawdara untuk Usia * 57
berpartisipasi dengan mengisi kuesioner ini secara jujur dan seswai kondisi yang dirazakan.

Pengisian kuesicner ini diperkirzkan memerlukan waktu sakitar 5-10 menit. Seluruh informasi dan jawaban Dibawzh 23 Tahun =
yang Bapak/lbu/Saudara/i berikan akan dijzga kerahasiaannya serta hanya digunakan untuk kepentingan
penelitian ini. Partizipasi Bapak/lbu/Saudara/i bersifat sukarela dan jawaban yang diberikan tidak akan ) 75-35Tahun
memangaruhi kedudukan, penilaian, mawpun hal lzin yeng berkaitan dengan responden.

. . - . .. » 36 -43 Tahun Lama Kerja *
Apabila Bapak/lbu/Saudara memiliki pertanyaan atauw membutuhkan informaei lebih [anjut terkait penclitian
ini, silahk hubungi melalui:
ini, silahkan menghubungi saya ui Distas 45 Tahun 1.7 Tahun
No Telepon/Whatsapp: 082198717199
3 -4 Tahun
Atas kesedizan, partisipasi, dan bantuan yang diberikan, saya menyampaikan terima kasih yang sebasar-
besarnya. Ju Jabatan * =4 Tahun
~Theresia Luna Azraria
Kepala Kanwil
Kepala Bidang
Apakah anda pegawai tetap Kanwil DJPb Provinsi D.1. Yogyakarta dan ielah bekerja minimal 1 *
tahun? Kepala Seksi
Ya Staff
Tidak
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Lampiran 3 Penyataan Keadilan Distributif

Bagian 3 dari &

Keadilan Distributif

*q
T

Keadilan organisasional merupakan

sustu persepsi pegawai mengenai sejauh mana mereka diperiakukan secara adil dalam organisasi, baik dalam
proses, hasil, maupun interaksi sosial. Dalam penelitian ini. keadilan organisasional memiliki 3 dimensi yaitu,
Keadilan Distributif, Keadilan Prosedural, dan Keadilan Interaksional.

Pada bagian ini, Anda akan diminta untuk menjawab beberapa pernyataan terkait Keadilan Distributif
dengan tujuan mengetahui persepsi Anda terhadap kewajaran hasil yang Anda terima, di mana pegawai
cenderung menilai suatu hasil zebagai adil apabila didistribusikan secara

proporsional dan merata di antara seluruh anggota organisasi.

Harap memilih satu jawaban dari pernyataan di bawah ini dengan =kala likert. Mohon mengisi kuesioner ini
dengan sungguh-sungguh.
Berikut menggunakan pilihan skala jawaban:

1 = Sangat Tidak Setuju
2 = Tidak Setuju

3 = Netral

4 = Setuju

3 = Sangat Setuju

Jadwal kerja zaya sudah adil.

O
O
O

Sangat Tidak Setuju :“ O

*

Saya merasa tingkat gaji saya sudah adil.

1 2 3 4 3

Sangat Tidak Setuju O O @] @]

£
Saya menilai beban kerja saya sudah adil

Sangat Tidak Setuju Q O O O O

*

Secara keseluruhan, imbalan yang zaya terima di sini sudah cukup adil.

1 2 3 4 El

Sangat Tidak Setuju O @] @] @] @]

Says merasa tanggung jawab pekerjaan saya sudah adil. *
1 2 3 4 5

O O @] @] O
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Sangat Setuju

Sangat Sewju
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Lampiran 4 Pernyataan Keadilan Prosedural

Bagian 4 dari

Keadilan Prosedural =
Pada bagian ini, Andza akan diminta untuk menjawab beberapa pernyataan terkait Keadilan Prosedural yang
bertujuan untuk mengetzhui persepsi mengenai keadilan dalam proses atau presedur yang diterapkan dalam
organizasi, khususnya yang berkaitan dengan transparansi. konzistensi dan objektivitas dalam pengambilan
keputusan.

Harap memilih satu jawaban dari pernyataan di bawah mi dengan skala likert. Mohon mengisi kuesionar ini
dengan sungguh-sungguh.
Berikut menggunakan pilihan skala jawaban:

1 = Sangat Tidak Setuju
2 =Tidak Setuju

3 = Netral

4 = Setuju

5 = Sangat Setuju

Semus keputuzan pekerjaan diterapkan secarz konzisten kepada seluruh pegawai yang
terdampak.

Sangat Tidak Setuju O O O 'C) O Sangat Setuju

Pegawai diberi kesempatan untuk mengajukan keberatan atau banding terhadap keputusan

pekerjaan yang dibuat oleh atasan mereka.

Sangat Tidak Setuju 'O O O O O Sangat Setuju

106

Keputuzan terkait pekerjzan dibuat oleh atazan secara tidak adil (memihak). *

1 2 3 4 3

Sangat Trdak Setuju O O O D O Sangat Setuju

®

Ataszan says memastikan bahwa semua pendapat pegawai didengar sebelum keputusan
pekerjaan diambil.

1 2 3 4 3

Sangat Tidak Setuju O O O D O Sangat Setuju

Dalam membust keputuzan pekerjaan, stasan sayes mengumpulkan informasi yang skurat dan
lengkap.

1 2 3 4 3

O D O D O Sangat Setuju

Sangat Trdak Setuju

Ataszan sayas menjelazkan keputuzan serta memberikan informasi tambahan jika diminta oleh
pegawai.

Sangat Trdak Setuju O D D O D Sangat Setuju



Lampiran 5 Pernyataan Keadilan Interaksional

Bagian 5 dari 6

Keadilan Interaksional = H

Pada bagian ini, Anda akan diminta untuk menjawab beberapa pernyataan terkait Keadilan Interaksional yang
bertujuan untuk mengetahui persepsi terhadap kuzalitas perlakuan interpersonal yang Anda

terima dari atasan dalam proses interaksi kerja sehari-hari,

yang mencakup duz aspek utama yaitu keadilan informasional dan keadilan interpersonal.

Harap memilih =atu jawaban dari pernyataan di bawzh ini dengan =kalz likert. Mohon mengisi kuesioner ini
dengan sungguh-sungguh.
Berikut menggunakan pilihan skala jawaban:

1 = Sangat Tidak Setuju
2 = Tidak Setuju

3 = Metral
4 = Setuju
5 = Sangat Setuju

Ketika atasan membust keputusan terkait pekerjaan saye, ataszan bersikap jujur kepada

saya

Sangat Tidak Setuju o (&) o L |

SangatSetuju

Ketika stasan membust keputusan terkait pekerjaan says, atasan memperhatikan hak-hak

saya sebagsi pegawsi

Sangat Tidak Setuju o o o L o Sangat Semuju

Terksit keputusan tentang pekeriaan saya, atasan mendiskusikan dampak dari keputusan
tersebut dengan saya

Sangat Tidak Setuju o o o L o Sangat Semuju

Ketika alasan membuat keputusan terkait pekerjaan saya, atasan memperlakukan saya
dengan ramah dan penuh perhatian.

Sangar Tidak Setuju o (@] (@] (] O Sangat Sewju

Ketika atasan membuat keputusan terkait pekerjaan says, atasan memperlakukan saya
dengan hormat dan menjaga martabat saya.

Sangat Tidak Setuju [®) O (@] o O Sangat Setuju

Ketika atasan membust keputusan terkait pekerjzan says, atasan peka terhadap kebutuhan
pribadi saya._

Sangat Tidak Setuju (@] (@ (@] O O Sangat Setwju

Atasan memberikan alasan yang memadai atas keputusan yang dibuat terkait dengan

pekerjaan saya

(@] (@] (] O Sangat Sewiju

Sangat Tidak Setuju

Dzlam membuat keputusan terkait pekerjiaan saya, stasan memberikan penjelasan yang
d=pat saya pahami.

Sangat Tidak Setuju o O (&) o O Sangat Satuju

Atasan saya menjelaskan dengan sangat jelas setiap keputusan yang dibuat terkait pekerjaan
=aya.

Sangat Tidak Setuju (] O (@] L] O Sangat Setuju

107



Lampiran 6 Pernyataan Kepuasan Kerja

_ Secara umum, saya meraza puas dengan pekerjaan saya. *

Kepuasan Kerja = : 1 2 3 4 5

Padz bagian ini, Anda akan diminta untuk menjawab beberapa pernyataan terkait Kepuasan Kerja yang Sangat Tidak Setuju @] @] @] O O Sangat Setuju
bertujuan untuk
mengetahui sikap individu terhadap pekerjaannyz yang mencerminkan sejauh mana pekerjaan tersebut meme

nuhi kabutuhan, harapan, dan nilai-nilai pribadi pegawai.
Saya meraza bahwa pendapat =aya dihargai di tempat kerja. *

Harap memilih satu jawaban dari pernyataan di bawah ini dengan skala likert. Mohon mengisi kuesioner ini

dengan sungguh-sungguh. L z 2 4 3
Berikut menggunakan pilihan skala jawaban:
99 H ! Sangat Tidak Setuju O o o D O Sangat Setuju
1 = Sangat Tidak Setuju
2 =Tidak Setuju
3 = Metral
4 = Setuju Sebagian besar orang dalam pekerjaan ini meraza sangat puas.
3 = Sangat Setuju
1 2 3 4 3

Sangat Tidak Setuju O (@] (@] @] O Sangat Setuju

Saya merasa puas dengan hubungen pribadi antara atasan sayas dan para pegawai.
Saya merasa puas dengan penghargaan yang saya terima atas pekerjaan yang saya

lakukan.
1 2 E 4 3

Sangat Trdak Setuju O O O D O‘ Sangat Setuju ! z 3 4 E
Sangat Tidak Setuju O O O O O Sangat Setuju

®

Saya merasa puas dengan cara atasan saya dalam menangani pegawai.
Saya merasa puas dengan tingkat gaji saya dibandingkan dengan pekerjaan serupa di

organizasi lain.

Sangat Tidak Setuju O O O D O Sangat Setuju Sangat Tidak Setuju 0 0 0 O 0 Sangat Setuju
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Lampiran 7 Hasil Uji Validitas

Keadilan Distributif

Correlations

%11 X1.2 %13 1.4 X1.5 Total1
X1 Pearson Correlation 1 314 4317 T 387 556
Sig. (2-tailed) 016 001 004 .003 00
N 58 58 58 58 58 58
X1.2 Pearson Correlation 314 1 7427 BEY A78 872"
Sig. (2-tailed) oe .000 o000 000 .000
N 58 58 58 s8 s3 &8
¥1.3 Pearson Correlation 43” 7427 1 J1g” 7437 807"
Sig. (2-tailad) 001 000 000 .000 000
N 58 58 58 58 58 58
¥ .4 Pearson Correlation " e Tia” 1 ge4” 893"
Sig. (2-tailad) 004 000 .000 .000 .000
N 58 58 58 58 58 53
¥1.5 Pearson Correlation 7" 57 T43 6547 1 Bar”
Sig. (2-tailad) .003 000 " 000 .000 000
M 58 58 58 58 58 58
Total¥1  Pearson Correlation 556 872" 807" 893" 837" 1
Sig. (2-tailed) .000 .000 .000 .000 .000
N 58 58 58 58 58 58

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

** Correlation is significant atthe 0.01 level (2-tailed).
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Keadilan Prosedural

Correlations
Reverse_¥2.1 ¥2.2 %23 ®2.4 X215 X268 TotalX2
Reverse_X2.1 Pearson Correlation 1 as1” a3 353" 438" 303" aga”
Sig. (2-tailed) ’ 007 o 007 001 021 000
M 68 58 58 58 58 58 58
X232 Pearson Correlation 351" 1 786 6417 751" 807 846
Sig. (2-tailed) 007 _— .000 .000 .000 .000 000
M 58 =8 58 58 58 58 56
X2.3 Pearson Correlation 331 786 1 743" 797 759" 850"
Sig. (2-tailed) o .000 .000__ EO .000 .000
M | | 58 3 58 58 58 58 58
X2.4 Pearson Correlation 353" B41” 743" 1 7407 474" 767
Sig. (2-tailed) __ | o7 .000 .000 000 .000 .000
M D 58 58 58 58 58 58
X2.5 Pearson Correlation 436" 7517 Fa7” 7407 1 7227 873"
Sig. (2-tailed) iE& 000 000 .000 .000 .000
M 58 3 58 58 58 58 58
X2.6 Pearson Correlation 303 807 7597 474" 722 1 793
Sig. (2-tailed) 021 .000 000 .000 000 000
M 58 1 58 e 58 58 58
Totalx2 Pearson Gorrelation Bag” 846 850" 767 873" 793" 1
Sig. (2-tailed) 000 .000 000 .000 000 .000
M 58 58 58 58 58 58 58

** Caorrelation is significant atthe 0.01 level (2-tailed).

* Correlation is significant atthe 0.05 level (2-tailed).
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Keadilan Interaksional

Correlations

%31 ¥3.2 %33 X34 X35 X356 X3.7 ¥38 ¥3.9 Totalx3
X3.1 Pearson Correlation 1 872" 756 782" 692" 734" 761" 756 750" 678"
Sig. (2-tailed) 000 000 000 000 000 000 000 000 000
N 58 1 1 _ 1 8 1 1 58 s8 | 58
X3.2 Pearson Correlation a7 1 683 760" 758" 7207 a7 775" B0 883"
Sig. (2-tailed) 000 000 000 000 000 000 000 000 000
M 58 58 58 58 58 58 58 58 58 58
X33 Pearson Gorrelation 756 683" i a0g” 723" a0a" a50” a42” 730" aa1”
Sig. (2-tailed) 000 000 oo 000 000 000 000 000 000
M 58 58 58 58 58 58 —_58 __ 58 58 58
¥3.4 Pearson Correlation 782" 760" 808" 1 790" 778" 862" 857 795" 8217
Sig. (2-tailed) 000 .0@ ~.ooo 000 000 000 .000 000 000
M 58 58 58 58 58 58 58 58 58 58
X35 Pearson Correlation 692" 750" 723" qe0” 1 655 758" 762" 6927 845"
Sig. (2-tailed) 000 00 000 000 000 000 000 000 000
M 58 581 7_ 58 58 58 g 58 & 58 58
X3.6 Pearson Correlation 734" 7207 808" 778" 655 1 8217 864" BOE 81"
Sig. (2-tailed) 000 000 __ ﬁn 000 000 000 000 000 000
M 58 58 &8 58 58 58 . &8 58 58 58
ik Pearson Correlation 7617 a7 850" 862" 758" a21” 1 LN &107 830"
Sig. (2-tailed) 000 000 000 000 000 000 _ 000 000 000
M 58 58 58 58 58 58 58 58 58 58
X3.8 Pearson Correlation 756 775" a42” 857" 762" 864" 88" 1 ELE a42”
Sig. (2-tailed) 000 000 000 000 000 000 000 000 000
N 58 50 50 50 50 50 50 50 50 58
¥3.9 Pearson Correlation 7507 810" 7307 795" 692" 806" B0 869" 1 Bog”
Sig. (2-tailed) 000 000 000 000 000 000 000 000 000
M 58 58 58 58 58 58 58 58 58 58
TotalX3  Pearson Correlation ars” 883" 89" 921" B45" 891" 930" 942" Bag” 1
Sig. (2-tailed) 000 000 000 000 000 000 000 000 000
M 58 58 58 58 58 58 58 58 58 58

** Caorrelation is significant at the 0.01 level (2-tailed).
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Kepuasan Kerja

Correlations
YA .2 ¥.3 Y4 Y5 Y.6 .7 Total¥
Y1 Pearson Correlation i 579" 445" 553 433" 538 378" B85
Sig. (2-tailed) .000 __ﬁ .000 001 000 004 000
M 58 58 58 58 58 58 58 58
Y2 Pearson Correlation 579 1 asg B56 528" 5507 5a47 T96
Sig. (2-tailed) 000 000 .000 000 .000 000 .000
M 58 58 58 58 58 58 58 58
Y3 Pearson Correlation 445" Tl 6217 205 543" 480" B8
Sig. (2-tailed) 000 000 000 122 __ .un_T 000 .000
M 58 58 58 58 58 58 58 58
Y4 Pearson Correlation 563" | | 656" 6217 1 408" 824" 748" 899"
Sig. (2-tailed) 00 000 000 .000 000 .000 000
M 58 __-_58 58 50 58 58 58 58
Y5 Pearson Correlation 433" 5287 205 488" 1 502 5147 BBE
Sig. (2-tailed) om 000 122 000 000 000 000
M 58 —53 j 58 58 58 58 58 58
Y.6 Pearson Correlation 538 650" 5437 g24” 502 1 Jo4” 891"
Sig. (2-tailed) 000 000 000 000 .000 000 000
M 58 58 58 58 58 58 58 58
Y.7 Pearson Correlation eri Eg4” 480" 745" 5147 7947 1 83
Sig. (2-tailed) 004 .000 000 .000 000 000 .000
M 58 58 58 58 58 58 58 58
Totaly  Pearson Gorrelation 685 T 678" 899" BEE 8917 B3 1
Sig. (2-tailed) 000 .000 000 .000 0 000 000
M 58 58 58 58 58 " 58 58 58

** Correlation is significant atthe 0.01 level (2-tailed).
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Lampiran 8 Hasil Uji Reliabilitas

Keadilan Distributif

Reliability Statistics

Cronbach's
Alpha M of tems

880 5

Keadilan Prosedural

Reliability Statistics

Cronbach's
Alpha [} of ltems

A1 6

Keadilan Interaksional

Reliability
Statistics
Cronbach' N of
s Alpha  Items
970 9

Kepuasan Kerja

Reliability
Statistics
Cronbach' N of
s Alpha  Items
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Lampiran 9 Hasil Analisis Deskriptif

Keadilan Distributif

Descriptive Statistics

N Mean Std. Deviation
X1.1 58 476 432
X2 88 443 652
X1.3 58 434 739
X4 58 455 - 626
X1.5 58 453 681
Totalx 58 2262 2,608
Valid N (listwis#) 58

Keadilan Prosedural

Descriptive Statistics

I Mean Std. Deviation
Feverse_x2.1 a8 3.90 1.373
2.2 58 4.50 G5E
2.3 58 457 BTG
x2.4 58 4,55 626
x2.5 58 464 A52
X2 6 58 455 730
Tatalx2 58 26.71 3.559
Valid M (listwise) 58
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Keadilan Interaksional

Descriptive Statistics

I Mean Std. Deviation
X3 58 4585 AET
32 58 4.64 A52
3.3 58 4,53 569
®34 o “_E—‘_ —4.5? 624
X35 ol 58 462 W A87
:}(_3.6 A 58 453 V4 G627
X337 58 4,64 552
E.E 58 4.60 60
_}(3.9 58 4 66 ??E!“
_Tutali{a 58 41.34 _4.585
Valid M {listwise) 58

Kepuasan Kerja

Descriptive Statistics

I Mean Std. Deviation
N 58 467 A73
.2 - 58 4.54_ ?20
.3 58 4,45 626
.4 58 4,53 681
.5 58 4.45 730
Nl —58 455 G54
Y7 -58 453 T0@
Total' 58 31.83 3.450
Valid M {listwise) 58
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Lampiran 10 Hasil Uji Regresi Linear Berganda

Coefficients®
Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) ~ 1.728 2398 721 474
TotalX1 318 .094 ) 3.370 .001
TotalX2 .109 121 112 .899 372
TotalX3 484 .093 .657 5.222 .000
a. Dependent Variable: TotalY
Lampiran 11 Koefisien Determinasi
Model Summary
Adjusted R Std. Error of
Mode] R B Square oquare the Estimate
1 876% T67 154 1.709
a. Predictors: (Constant), Totalx3, Totalx1, Totalx2
Lampiran 12 Hasil Uji Simultas (F)
ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 520.506 3 173.602 58.385 .ooo®
Residual 167.770 54 2922
Total 678.276 57

a. DependentVariable: Totaly
h. Predictors: (Constant), Totalx3, Totalx1, Totalx2
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Lampiran 13 Jurnal Acuan Penelitian

dournal of Asian Scientific Research
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An empm::l study on the i m.pa:l af nrgzulrz:tlun:l Justice on empluya: _|d: Q""“'
rom the 1 complex in the mining Ty

sector
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O Mareth Madadnat  Muish U
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Unsversly o Buaoes end Tekoohgy, Departmest of Supph Chaia
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. e (- Carrmpanding aulier]
ABSTRACT
Emplayee joh satistaction is a ey dependent variable in

2 it s assockated with job performance, retention, and wiekplac
accepted ehat employers who are satisfied with their job experience are more productive
and Tikely ta he retained by an organization. Organizational justice (i, i trbutive
justice, procedural justice, anad interactional justice] is linked o
perceived fairness is integral t job stisfaction, warking |ie, a
However, there is mi i tisfacti
arganizational justice i the industrial ane mininzm(maur'luldnn.T\\ia stunly aimed to
decermine whether crgmnizational justice '.mqn. ts employes job satisfction within the
’\hlmﬂ Industrial (mmlex in Jnmh.n tive, cross-sectional stnly wis
d utilizing a v .l.elnﬂnl ta 247 employees in a variety of
job levels Data was analyzed wsing relinbility tests, comelation. and malti-model
eression nalyses. Results showed a statistically significant positive celationship for
distributive and interactional justice on job satisfaction, whereas procedural justice
not demenserate @ sigmificant relationship on joh  satisfaction. [n eanclusion,
arganizations within the minin g secto should consider the vale of a cransparent rewand
system to advance job stisfction for employ d o devedop an i Teure
that supparts the \nelIJanufulmln'rwx.

Keywards
P

Contribution/ Originality: The study contribuces by providing data on the impact of the different dimensions of
aranizational justice on job satisfaction in Jordaw’s mining industey. By highlighting the stronger impact of
interactional and distributive justice, it offers both theorstical amd practical insights for shaping HR strategies in

industrial organizations scross Asia

L INTRODUCTION

The increasing importance of buman resource management is an essential part of the angaing process of

arganization . Emplayecs d ley £ success in the arganization and ase critival resources 1o

manage. Organizational goals and abjectives are mainly achieved by impeoving the arganization’s profit, performance,

expericnoe, and alignment with strategic orientation [

deeting goals and ahgectives depends on the cooperative
performance of its gl reflicting the C:

competitive position from & strateic perspecti

The concept of aman capital demonstrates how human resourees are a part ofan organizations intangible assees

and a source af competitive advantage. Furthermare, the performance of human capital i o key indicatoe for an

© s AN Pibcotins V1 TEAN Musorsaet.

Sornal of e w2, 1304F

| T o e e e
outcames such as i i 47, job & [5]. employer engagement (6], and job
satisfactian [7].

A ey variable that influcnces mary of emplayees is joh For example, emphoyes tusnaver
and intention ta leave [8], performarce and peoductivity [0, customer satisfaction (107, ahsentecism 7117, aud
emplayee's safety [12]. Therefore, urg..nmnnm must clasely monitor the indicators representing human resource
satisfaction. Many factars affect emplos ian, such as wark env [137, pay and on 147
relationship with supervisar [157, job sccurity [1]. appreciation [17], and erganizational justics perception [15].
Organizational justice refers to an cmplayee’s notion of justice regarding the work enviranment and their
expectations of how they should be treated by the orgavization (157, This perception is hased on three major
dimensions: procedus

ustive refers 1o the fairness i decision-making processes, distributive justice is defined as
how employess recognize fimess in o npared to others, and i il justice reflects the i
treatment emplayees receive T20]

Job satifaction afects coaployes behavier and outcomes, which hs become a facus of interest for rescarch in
reliers have identified the fetors contributing to job
Many st i 1 justive have | in Jodan tars including education,

12, 170 as various re:

human respurce management |1

enerry, transportation, the government acoderic sector, and health sectoes [19, 21237, To the best of our
Tnwledge, studics en the mining sector egarding organizational justice ieasires have not vet been examitsed,

aseer Industrial Complex is ane of the leading companies in the mining and manufacouring sectors, which
emphasizes creating a positive ad constructive workplace as part of its strategic directions [267. Thercfore, this

iemal justice affects job satisfaction within Jardan's mining secor, focusing on

study aims to examine how argariz

emplayees p

eptions of the thres dimensions of organizational justice and their offects an satisfaction.

2 LITERATURE REVIEW AND HYPOTHE
This s

ES DEVELOPME!

om aims to review the literature related to organizational justics and job satisf

o to develap research

hypotheses.

O T T (o e ot e et Bt i
[ Tescurch by Beuy N R Re La ™ ot aaishcric A u.q.lnm’. attitude toward their wark.
A study found that employees with higher job satisfi 1 trate increased j icn and navelty, greater
7. Studies Tave defined job satisfaction
s the exeene 1 which un RERERIERG o negetive feling sbout the job (<7, Mone recen: empiriel

cmphasize the of job satisfi r:
. Diirwan et al. (507 ch

participation in decisi

-maliing, and stronger organizational commitment [

57 and its rale in employee retention, employee

mativation. organizational auteomes, ete. Zlou et al

ved job satisfaction as an attitude

that the employee olds toward their work, resulting from positive individual feelings regarding their job, derived

from the assessments of its components.
Thearetical f i extend s af hiow

of fairness shape satisfaction. Adan's equity
theory was an carly study of metivation reganding cmployee pereeptions and evaluation of the job components to
ientify satisfaction kevels (317 1t prapases that emplayees compare their ratios of sutcomes to inguts rebevant to
athers, whether they were in the same organization or pot. The reactions to inequity may vary but mastly depend an
the fairness of pay. This idea was later expanded to refer to fairness s whers linked izational justice

[s2]

Morcover, Simans and Roberson (337 examined the aggregation of justics perception, which revealed that the

perception of justice impacts employees” arganizational commi tment, turnover intention, and discetionary behavior.

Th0
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Additionally, it has been suggested that fiimess perceptions are subjective 7947, What ane employes views as fair

may e perceived differenily by anather emplayee. As supported through meta-analyses, justice pereeptions are

penwerfil predictors af job satisfacts
Likewise, Saifi and Shahzad [

Tnjustice is ften related to pegative emotions and tueover inteations.

i -mgmj the pasitive link  justice and
which significantly affects job perfy

the asseciation of organizational justice and joh satisfactian,

citizenship behaviar through job assessed

ding jobs levels from mansgess to

pervisars and

stail seross thirteen departments i nine di hatek ing on pay, relationshi o satisfaction

by averall anel the bard to stay at the job. The study revealed that discributive
and interactional justice had @ pasitive impact oo job satisfction. While the above literature establishes. these

Lationshi t stuies | om W

tern and service-priented contests. Few studies have examined heavy

inlustry or research conducted in Middle Eastern countries, which creates 2 significant gap in the literature.

2.9, Orgauizativnal Justice
Organizational justice is concerned with individualy’ beliefs aboat whar is right, concerning abjective reality.

According to that, organizational justice is referred o as the personal evaluation of the ethical and reasonable

st the

management practices that the employes cansiders cvertheloss, arganizatianal justice broadly

emglayee's definition of fimess within the workplace. 1 can alo be seen as the theary of equity expans T with

ware determinant factors affecting employees” intention towand the perception. Wiseman and Stillwell

Cropanzans and Greenberg "6 deseribed it as the individual's or group's fairmess perceprion perceived through
onal justice is defined as the
role of firness perception as it evalves in the workplace enviconment. [t focuses an how employees define equal

and 1

management prac bebavioral respanses to these perceptions. Organix
treatment and how the dimensions of this definition affect job-related activities 617
Oganizationl
emgloy 3l
explain various variables of organizational behavior putcomes. This understaniding of the individual towanl the

e is ar

mpartant v;

ble affecting human resource-related tasks due to its relationship with

¢ jubs sacisfaution. [n another research, Geeenbery

devlared that arganizational justice may partially

interaction with the decision-making process and work environment leads to conceptualizing faimess hased an

ividual judgment, which eventually affeces jobs performance and satisfaction Sai

i C16] tested

hetween ional justice d and employes purcome 1 job satisfiction serving as o

wediator. The fndings revealed a relationship between organizational justice and |

satisfaction. Additionally, a

direct relation was found hetween job satisfacts d empl such Fis el

tention. Mast of ¢

desviant behavior, and b

e studies rely I samaples with

an single dimensions, which limits the generalizability of the findings without considering all three dimensions

tagether. The pervepion af firessthat s cenplayee has taneads the workplae i known a5 orgusizationaljustive

i s, The fiest one is di ive justice, which descri loyees'

fuirness perception regarding work outccmes [id, 457, The second dimension i peacedural justice, which invelves

lllermplﬂ\lv's perspective of fuirness related to the system, long with procedures used to determine pay ansd resource

<1 Interucionsl jusics isthe third dimension reprsenting smploges fiiness perceprion received fram

of treatment at the woekplace

2.2 Distributive Justace and Job Satigfaction

Diistributive jusiiee is

ved i as the equity of resource allocation o employees, by equality of pay and

compensation manter (48], Crapanzana et al (347 described distributive justice components related to the equity

of emplayee rewards, cquality in groviding the same compensation, and resource allocation hasad on personal

focus an US public sector employees stated that distri

justice also represents the mndividual self-comparison o athers within the organization, whether they recenve equal
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rewards ar nat, Where the allocation of arganizational resources & the main case of this perception, it may be
influenced by pay, titles, or the location and size of ofices. The nation of distributive justice is correlated with the
auteame of input resource distribution, whether it s angible or intangible [ e

Distributive justice may serve s a strang predictor of personal auteonies, like satisfaction with pay compensation,

s it eeectsthe oeganiaational ules and proceduees sccoeding to Lia ot industries. Martins et al.
ohe i ja

small sample size. Additianally, it appears to be ane of the explaining variables of individual motivation. Menssh ot

77 i servic

7 further emphasized its predictive behaviar at the but witha

al

7 conducted the study in Ghana ta examine the efict of o ganizational justice on employee performance, with

joh satisfaction serving & a mediator. Hawever, the research revealed that organizational justice does not affect job
performance but afficts job satisfaction and commitment, whereas distributive justice is cansidered the hest predictos

for job satisfaction based on the study model.

Anather study by Lambert et assessed the connection hetween job satisfaction and crganizational
ehroagh disebivejuetioe i procedunljustioe s medioenr var HEES L R SRS
i jab satisfaction. Dali ecal [54]

investigated the robe of distributive justice at the Padang Sidempuan City Health Office in Norch Sumatra. Firdings

and p

justice perceptions to have a natable i

indicated that distributive justice exerts a greater influence on joh satisfoction, which nfects coployee |>erfnm|mme

examined haw distributive and fural justice impact izati hi

Eharismasyah et

behavior, with job satisfa

mediating the relationship. These results 2 sigy
Ty, they influence

between distributive and procedural justice and job satisfaction.

sitizenship behaviar. Therefore, in this context, the study propeses that:

Hiyparkesis 1: Distributive fustice has a sggu gficant positive fmpact on_fob satisfation of Masasser udustrial Conplez.

2.4 Procedwral Justice aud Job Satisfaction

Procedural justice represents an emplave's assessment of fairsess in the decision-making process 127 1 the

butian within
nal justice from @

il i

process of self-evaluation by individuals in relation o fair decision-naking proceses

arganization Mareowver, the sty of Fauxi and Juniarti

regarding, organiz

i perspective Tep | emoticnal intelligence al p I

1 justice: i i v impacting job

satisfaction, especially related to pramotion and pay. Greenbere .||u|{u|c||m 8] intraduced pracedural justi

15
the perception effairness that irdivicuals old regarding resource allccation, which is debermined through pracedures
amd policies that influence outcomes for individuals. [t can be assessed by the degres 10 which the orgpanization is
cammitted to Ballewing rules, procedures, and policies, and how employees practice these palicies. Concern is ficused
ratite the output [22]
rtics affected, ad ethical
verd as fair are more acceptable 1o affect individuals than

an whether decisians are made through fir and transparent processes that de Employees

alsa evaluate procedural justice hased on consistency, relevance, the number of relevant
standar ds

Outermes derived from procedures pere

thase cutcomes resulting from procedures vewed as ur

4], Its apprapriateness of the allocation process,

through the same treatment of emplayees, 10 discrimination, accuracy of information, engagement in the decisian-

waking process, fiving process mistakes, and ethics (207

In a related manner, another study conducted by
O Callaghan [ in the sducational sevtor assessed the impact of perceived faimess an job satisfaction resilfing from
peomotion procedures sl grocedural justice. The rescarc fndings ndicated a bigh perception of proceidurs] jusice

when cmpl pere

e as transparent, and meaningful work is connected to their roles,

therehy prometing emploves retention. Additionally, there is @ signif Jationsh

ip between procedural justice
and job satisfaction. Mast of the rescarch concerning procedural justice primarily focuses on sectors such as

hospitality. education, or banking, where decision-making processes terd o be more structured compared 1o

industrial contexts. Ismail et al. (617 examined practical 1 justice perception and job satisfaction by

perceived fairness of the performance appeaisal communication. The conducted research pointed cut that perceptions

S Ptlctinns 01 Mgkt Msrsat
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of procedurs] justice and their link 1o job safisfaction were inflaenced by perceptions of communication and firess
i treatment throughout the appraisal process. Additionally, proceduri) perception can be enbanced by avaiding
ambiguous actians without proper justification. Thesefore, this study propeses that:

Hyputhesis 2 Procedural justice has a pusitive sigugficant effect on job satisfiction ot Mauaseer Tudstrial Comple.

2.5 Interavtional Justice and Job Satisfiction
Uinteracticnal jusice refers o the qualiy of dignity, respect, and fimess shown o the suplayee during the

of org L], justice cmph procedural elements of

It reflects an individuals social factors’ response to the manace of treatment (210,
Interactional justice compriscs twa factars: the first is informational justice, related o trathfidnes and sufficient
justifications given far the decision-making process, wheress dhe secand part is interpersoaal justive. wlich represents
the degree of dignity and respect an individual is treated with (347

Qundeel and Kurdth [557 stated that employees wha percsive fair treatment by the organization hold more
commitnient, trust, ad satisfction toward the organization. Hayati and Caniago [56] studied the impact of
argganizational justice on job satisfaction the banking sector. The results indicated interpersonal
justice as the most mpostant peedictar for job satisfction, where it is derived fram diguicy., respect, and rationale of

decision. Tnan omal jusstice stuedy, Altahayneh et al. [22] investigated the overall relation between perceiiod
) ) Foeganizatioan] usti N o R
of Jordan. Results oxhibited a thoraugh relation within izational justice s Fur i
justice proved o be the strongest determinant of job safisfaction among the menti imensions as per the study
results.

Fainalipour ot al, (647 testerd the association hetween organizational justice dimensions and job satisfaction in

Iranian teachers. The findings unveibed a po

itive relation berween the two dimensions, where interactional justice
showed a significant relation with job satisfaction dimensions: superyision, coworker, pay. and promotion. However,

o= it 10 sl ceupation grope e bighizbin RO g1 jsice iy

mare laboe-intensive enviranments. which may when intery

treatment isinvolved Similarly, Sun ctal. [0 indicated that justios perceptions can extend heyond human resources

stunlies. The study examined the effect o

ustice perceptions in bayer and supplier relationships and fourd that

informatianal justi

antly influenced the buyer-supplier relationship. Thus, the study propases that

stice fias @ paositive and significunt offect on job satisfction af Mamereer Indusirial Conpler

he impact of distributive, procedural, and interaction

Distributive
Ju

justice an job satisfction has been demonstrated in

ure 1.

Figgare 1. Rossarch metkl

763

119

Scsentific Resrarch, 2023, 13(4): 739-774

. “E‘THODI}LO(-Y

A ive-deductive approach w ployed to expl

perceptions of arganizational justics and

the impact on job satisfaction. The quantitative design was used for several purpases. Firstly, the rescarch secks to

demenstrate chjectively the perception of arganizational justice and examine if these pereeptions relae to job
satisfaction, which can be ohjectively assessed by a quantitative appraach. Secondly, this appeoach cnables the

rescarcher to gpeneralize study outcomes to similar industrics. Th

the quantitative approach ensures a standard

data collction provess along with o clearer sense of faia analysis through surveys. Lasily, 3 quantitative spproact is

mare suitable far studies discussing izational justice studics.

.. Dievelapuent af Survey Insirament

T achieve the sty objectives arsd respond to the e

arch questions based on a literature review and theoretical

framewark, a proper survey was develaped to test the propased hypatheses 560, The instrument included thres

sections. Section cne included five questions that assessed the soc ic variahles of partici including

ction two was related to independent variahles,

age, grender, educational level job title, and years of experienc

which were adopted from the previous lit his section included five items adopted from b

17 for distributive justice. Six items aned nine items were adopted from ALZu'bi (217 for procedural justice and

interactional justice, respectively. Section theee {dependent variable) included seven items to measure job satisfaction

that were adopted fram Fernandes and Awambeh [

Table 1. Elements of crganicatinmal pusticr.

Variable No of items | Source

Diistributive justice 5 Al-Zubi (217

Procedural justice ] Al-Zubi (217

Interactional justice a2 Al-Zubi (217

Job satisfaction H Fernandes amd Awamleh [677

The initial draft of the questionnaire was sent to academic reviewers. The academic experts reviewed the drafted
survey and advised enhancing the introduction of the survey, modifying the demographic variabbes related to age,
jih, and expericnee levels. Additionally, they reviewed the validiey of measures: na items were defeted.

Although the survey was translated inte Arabic for clarity, as it is the official language in Jordan, to ensure clarity
fior the respondents, all data were analyzed in English according to journal requirements. The translation was

frmally reviewesd by experts for validiey with misor wording modifications. The survey used a five-point Likert scale

rangging from 1 {strangly agree] to 5 (strongly disagree) o indicate respandent perception, aligning with previous

literneure [21,

5.2, Data-Collection Method

The company had 55

employees in its human rescurces. In respect af the population frame, the researcher

targeeed @ {220) comvenience sample of employees respecting varions managerial positions, including staff,
supervisers, section heads, and managers, which represented (#0%) of the enployees” tatal number, where a sufficient
. A Groogle F hased online i ire was sent to the s through

the company's channels (¢ cmails and company WhatsAgp groups). The distribution of the enline survey resulted

sample could e up to (20

in 247 respondents.
.3 Statistical Analviis

Statistical analysis was performed using SPSS version

2. Descriptive analysis was conducted to analyze the

details of study i, Sereening of varishles showed that data were not outside the expected

T
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missing or s

I regression [eg, ner

using Croabach’ alph Pearson corvelation coeflicient was used far

alysis.

thesis was

iy d with maultiple regressio

which is can

¥ reg culine eriron

to less than 35 y

nwest perceniage was i

, respectively, whil s acconnted for and those withs

staff bevel

. fillowed Ty
il

L A% of the tot

Mareoy

and

Table 2 Dioscri

Items Frequency Percentage

FIT]

h school ar belaw

o

Manager

Head of the departme

En

Mare than 7 Years

s Scseniific Resrarch, 2043, 151}

g the value of skewness

Table 5. | distribuation test hsd o sharwress vales

Normality test
istributive justice
Procedural justice
nteractional jstice
b satisfaction

Mu

I'he data was tested to ensure that there was po high corr

v Test

LT

11 as the

ion among the

ndependent variahles, kg

multi

¥

Ilinearity phenomenca, which can anplify the value of the coefficient of determination (R2). This was firth

canfirmed by the Pearson correlation coefficient matrix, variance inflation factor (VIF), and tolrance, as shown o

Table 4 anl
Table

owedl that Pearson's correlation

alues in that <arvelatian is present amang th

was .50, This is a gocd indicat

the samgle was {7

ut varisbles . to ensure that there was no problem

e Inflation

e variance inflation factor values (V1] were

b confirmed that no multic ollinearity

variables Distributive jusiice Procedural justice Interactional justice
burtive justice
al justic T
al just

Table 5

Variables Tolerance

of measures is considered a cone

of consistency. The internal consistency

which the different me

sures wsed are probing the sa dently to achicve related results by linking

Nt wonstruct 10 the dent. | s

hoenogene

Cronk sistency. which can be com

~corred F ial science studi

120

cact dimension exce

ling the minimm

deed 80, indicat

g good reli

Number of items

[T

<0001), which

ults of validity a

seasures, whicl is su

Takie 7

 COmStUCt s

et me

Nariahle

Pearson

i

1]

Procedural justice

Interacticnal

S




Jourmal of Asism Scentific Resvarch, 03, 130¢) 730-774

v Hypothesis Testing
Table & showed the correlation coefficient between che independent variahles and the dependent varialde (E =
i}, and the valoe of the coefficient of determination (1* = 0.812), which highlighted that #1.2% of the variance in

job satisfaction

determined through the variance of arganizational jusics with its dimensions combined. Also,
e of the Fotest is less than (05 {p=t0n), which indicates thar the mode] i significant for

the signidicance v
hypothesis testing.

I Table @, the results of multiple regression dencted a significant positive association between discriburive
justice and pob satisfaction, p=i. Le=8.777, B=0.:
w0 T ease by 0894 units, These rosules support F1L As for the result of the procedural justic:

. i which an increase of distributive justice by one unit
caused joh satisfin
regression maied, Table 5 revealed na relation b procedural justice and job satisfccion, p=4.05 [value=1484,

E

inty

Nt association hetween

aa}, which does ot support H2. For interactional justios, Table & exhibited a signi

—value= 100242, f=0.564), where an increment of interactional

o satisfaction by 0.565 units, which supports Hs.

onal justice ad job satisfaction, p=ghng |

justice by ane unit will lead to an nerease in

Takde 5. ANOVA el maded sursmary.

ANOVA Model summary

Model Df Sig F* F computed R 13
Regression s

Besidual 244 L0 248758 ENES 0401
Total 24

Watei  Sgrifican = e bael s

Table 8. Independont varizhles coeificamt.

Independent B #5% CI (Lower-upper | Stl. | T | Sigt® | Decision
variables F | (seandardized m

Distributive 29T oo | Aeepbel
justice (H1]

Provedural ) ot w208 | Hejected
.IMI.KI.'“[!] AhO8E [EEUER) Lokt 0,150

Interactivnal 0502 Accepied

Tk

L

justice (1]

Wate 5 at fhe el 0

F. DISCUSSION
The present study investigated the effect of organ izational justics an job satisfaction in the Maonseer Industrial
Complex ocated in Jordan. The majority of the hypotheses, & shown in the previous section, were accepted. The

resulis exa

i that employees' pereeptions of fair distribation of rewards ad resources significantly enbanced job

satisfac tion. The results strongly support the first hypothesis (H1) The impact of distri butive justice was particalasly

impartant, with a coeflicient of 0824, indicating that each 1-unit increase in diseributive justice led te a 0884 units

rise in job satisfction.

Emplayes perceptian of fiir distributive justice will theroughly evalve from justifi seation of resources i,

salaries & benefies). Moreover, ensuring a good balance between work schedule and workload will ultimarely bead

higher job satisfaction. Additionally, by implementing distributive justice, employees feel mare confident, which

Cantrolling the mentianed distributive justic

eventually alfects their performance positi

facters would increass
the joh satisfaction of the emphoyes, Smular fndings were foaned inprevieus literatare [ 7l

Cantrary to various stwdies that supported the positive impact of procedural justice an job satisfetion, our results

for the second hypothesis (H2) did not align with Murtaxa et al. [ I Lsmaail ct al

but it displayed

cansistercy with Balhshi ec al. ia ared Tan [377, and Akbolag «t al. in which dimension of procedural
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justice did not justify job satisfaction. The fndings highlighted that employes's perception of fair treatment at work

iloes not affe

o satisfiction, and the findings were noc as hypathesized. Moreever, the regression madel shawed

i significant relationship between the two parameters, thereby showing voinfluence on job satisfaction. There may

be @ fiw reasons for such insignifi
et al. 5] rev

nelading cultural influenee and favoritismin the industry. Likewise, Balhshi

led that procedural justice and job satisfaction is not related but it is considerably corvelated with
arganizational justice. These findings implied diat dwere must be concerns by the employess regarding the decision-
making processes which are unfair ad not transparent that indirectly impacted the verall job satisfoction. The study
by Akbolat et al [77]

a5 expressed the same concern regarding pracedurnl justice to impact job satisfaction when

unfiirmess is perceived in o hospital setting,
The rescarch pesults supported e third hypothesis
justice and joh satisfaction. Results reported that inter

ional

iomal justice contribaites positively to job satisction with o

stated cardier. [t examines the mfluence of inters

strong magnitude coefficient of 0568 units, this showing a meaningful association: between job satisfaction and

interactional justice. Previous studies by Zamalipour et al. (647 and Flamin and Alomaim (757 have described the
impartance of Bir treatment anl respect for emplayees. Treating employess Eirly and respectfully cnhances job
satisfaction, ind the chances of employee tursover are reduced.

“This rervealed that empluyees care about fir treatment and interact with them with dignity aml coustesy; their
persomal needs must be respected, gpuaranceving their employment rights and development path i truthfidiess,
sharing infyrmation in erder to remave feelings of ambi guity. These findings aligned with past literacure studies [18,

ag7.

. CONCLUSION

this study examined the relaticnship between job satisf

tion ard erganizaticnal jusci

o

e of the Manaseer Industrial Complex, focusing on three dimensions of erganizational justice: distributive,

Land interactional The resulis revealed twa pasitive correlations with job satisfaction, namely distributive
ny abservalde

ployers accupying different leve

al justice did not show cts. Hawever, the samgple inelud,

lquarters, with e

and pasitions. Can tly,

ying impacts across different plants ad levels, indicating the need

fior Fugther investigation

The implications of thess fin

improve distributive justice by implementing

ings highlighe that
1 system, wherens interacional justice can be promated by treating emglayees with dignity

Inagement oo

a clee and cquitable re

and respict, Despite p W partHapE G
by conplavess in de

uitable treatment over time. E:

dural justice ot being a predictes inthis study, it shoald not be igrared

ngg and clearly communicating erganizational policies may bead to proper perceptions

en if oeganizational justice is followsd, it should alse include s

aorganizational justice measurcs on the annual jobs satisfctian surveys o keep an i indicatar of this perception

am the talde for follow-up by concerned pasties

7. LIMITATIONS AND RECOMMENDATIONS FOR FUTURE RESEARCH

al limitations that e 10 be achnowledged. From a

This stuily has several thearetical and methedologi

thenretical perspective, the study focused on organization e and job satisfiction as organizational cutcomes.

Future research could expard the theoretival framewark by exploring the relationship between organizatic

and various other organizational outcomes. Additicnally, it is recommendesd o examine the medinting effects of
variabbes such s perfermance, organizational commitment, ad turnaver intenticns

As far us methodological limitations, this study wtilized o quant

ive design, which is suitable fi

statistical relationships but does net explore emplayee perceptions in much depeh. Future studics could enploy

mized-methads approsch, combining quanticative surveys with qualitative interviews ar facus groups to abtain
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