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Abstract 
This research seeks to investigate the influence of different public sector orga-
nizational antecedents on government employees’ job satisfaction. Extensive 
reviews of literature revealed perceived procedural justice, distributive justice, 
esprit de corps and job training as the most referred antecedents of employees’ 
job satisfaction. To empirically test the study hypotheses, data were collected 
from 332 personnel working in National Savings (Public sector investment 
bank in Pakistan). Structural Equation Modeling (SEM) was used to analyze 
the data using SPSS Statistics 23 and AMOS 21. The results of this research 
generally support the hypothesis proposing the relationships between organi-
zational antecedents (procedural and organizational justice and esprit de 
corps) and job satisfaction, except the association between employee’s training 
and job satisfaction. The study helps in formulating policies regarding work-
force and labor management by providing in-depth insight to the concerned 
authorities of various government organizations. This research, in addition to 
limitations, provides some tangible future research directions for future re-
searchers in the light of its findings. 
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1. Introduction 

In the field of human resource development, job satisfaction has been given sig-
nificance importance, especially in the case of public sector institutes. It can be 
measured form employees’ satisfaction for extrinsic and intrinsic job features. 

How to cite this paper: Abbas, S.M., Asmi, 
F., Ahmad, M.S. and Ali, M. (2017) Impact 
of Justices, Training, and Co-Ordination on 
Government Employees’ Job Satisfaction: A 
Case of Pakistan. Journal of Human Re-
source and Sustainability Studies, 5, 179-192. 
https://doi.org/10.4236/jhrss.2017.53017  
 
Received: August 17, 2017 
Accepted: September 24, 2017 
Published: September 27, 2017 
 
Copyright © 2017 by authors and  
Scientific Research Publishing Inc. 
This work is licensed under the Creative 
Commons Attribution International  
License (CC BY 4.0). 
http://creativecommons.org/licenses/by/4.0/  

   
Open Access

http://www.scirp.org/journal/jhrss
https://doi.org/10.4236/jhrss.2017.53017
http://www.scirp.org
https://doi.org/10.4236/jhrss.2017.53017
http://creativecommons.org/licenses/by/4.0/


S. M. Abbas et al. 
 

 

DOI: 10.4236/jhrss.2017.53017 180 Journal of Human Resource and Sustainability Studies 
 

In-depth analysis of literature presents various theories explaining the concept of 
job satisfaction. Maslow’s hierarchy of needs, one of the most important theo-
ries, explains men’s needs in hierarchical order ranging from psychology to 
self-actualization. Several scholars such as Kuhlen [1] and Conrad [2] making 
Maslow’s theory as a base, professed to measure employees’ satisfaction through 
their pleasure. From another perspective, an association was found about job sa-
tisfaction with the views of Hertzberg and Mausner [3]. Some of the extrinsic 
and intrinsic factors, in the light of above theories, including achievement, pay, 
work environment, accountability and interpersonal relationships may be in-
corporated as a reason of workers’ behaviors at companies in addition to turno-
ver and performance. However, an increasing trend has been observed among 
employees regarding job turnover resultant of several factors [4]. This research, 
based on above discussions, is an attempt to understand the antecedents of job 
satisfaction of employees. Moynihan and Pandey in their work stated that cul-
ture has a significant role in job satisfaction in public sector institutes [5]. This is 
because of the fact that satisfaction is the phenomena related to human psychol-
ogy and is influenced by cultural behavioral patterns. The antecedents of job sa-
tisfaction and the general attitude of individual to word the job, therefore vary 
from culture to culture. This study therefore attempts to investigate the above 
mentioned concepts from the Pakistani public sector culture perspective. The 
section below, gives in-depth understanding of various antecedents of em-
ployees’ job satisfaction.  

2. Literature Review 

Many scholars studied the effect of various organizational antecedents on job sa-
tisfaction. Schmiat in his work found close correlation between organizational 
schooling and workers training [4]. In the same way, Lusch, Boyts and Naylor 
found a positive role of professionalism on job satisfaction [6]. McAuliffe, Ma-
nafa, Bowie and White in their work, found organizational justice to be the main 
contributor to workers’ job contentment [7]. This research aims at understand-
ing synergic effect of antecedents on job satisfaction as stretched by previously 
related studies [8]. This research, in particular, is an attempt to understand var-
ious job satisfaction models. It further attempts observe its relationship among 
organizational justice, Esprit de corps, training and job satisfaction. They further 
state that satisfaction of the employees on job vary from culture to culture, hence 
this study attempts to study the influence of Organizational antecedents on em-
ployees’ job contentment which are discussed in subsequent section. 

2.1. Organizational Justice 

Greenberg and Konovsky in their research divided organizational justices into 
procedural and distributive justice [9] [10]. Procedural justice is the noticeable 
impartiality of practices in the company like job involvement and fair supervi-
sion. Greenberg in his research defined distributive justices as an apparent 
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equality in pay distribution and job satisfaction appraisal system [9]. 

2.1.1. Perceived Procedural Justice 
Framer and Greenberg in their work associated procedural fairness with deci-
sions employment outcomes [9] [11]. It is the accuracy in procedures in com-
pany’s decisions [12]. Lambert in this work describes impartiality as an impor-
tant component of organizational environment and employment. Review of the 
above literature support the implication of impartial procedural processes with 
regard to management of any company [13]. Greenber stressed in giving as 
much importance to the process of the outcomes as that of the results itself [14].  

Lambert in this work found a strong positive correlation between procedural 
fairness and workers’ job contentment [13]. In one similar study, Dailey and 
Haq argued on the importance of procedural justice for employee motivation 
[15]. They also found it to be the main factor in employee retention and satisfac-
tion. The absence of such practices, according to the author, leads to employees’ 
dissatisfaction and increased turnover.  

Similarly, several other studies have been carried out to understand the work-
ers’ satisfaction. Folger and Konovsky in their research observed job satisfaction 
as a consequence of procedural justice [16]. In one similar study, Huo and Mac-
falin studied the government organization for analyzing the impact of procedur-
al fairness on employees’ job contentment [17] [18]. Workers’ perception about 
job satisfaction, workplace impartialities and motivation are given more prefe-
rence in highly professional organizations. The above discussion can be used for 
hypothesis (H1) regarding positive association between job satisfaction and pro-
cedural justice. 

H1: Positive “Procedural Justice” (PJ) has certain and notable effect on 
employee Job Satisfaction (SAT). 

2.1.2. Perceived Distributive Justice 
Adams first coined the idea of distributive justice [19]. According to him, the 
fairness and unfairness of any process is justified by employees by comparison of 
their inputs (efforts and time) and outputs (status and compensation) with 
co-workers. A favorable value results in lament, embarrassment and culpability 
for the reason of being over obliged but in opposite circumstances employees 
will result in resentment and abhorrence. Variations in productivity and satis-
faction, as a result of such comparative results, have been found to affect em-
ployees’ turnover [20]. So, on the basis of equity theory, distributive justice has 
been professed to have positive relationship with worker’s satisfaction and mo-
tivation. Under the literature context, the hypothesis (H3) will be as following:  

H3: Positive “Distributive Justice” (DJ) certainly and notably effect on 
employee job Satisfaction (SAT). 

2.2. Job Training 

In this era of global competition, career advancement is subject to self-management 
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and availability of learning opportunities. Nowadays, especially in public sector 
organizations, employees’ behavior and attitude towards job satisfaction is 
worldwide recognized matter. Schmidt, in is research suggested workplace 
training as an important predictor of positive attitude of employees [4].  

Landy, defined job training as set of properly sequenced activities aligned with 
organizational goal which focuses on employee’s participation which results in 
increasing and pushing upwards the abilities, knowledge, comprehension and 
expertise of the employees [21]. A study conducted by Georgellis describe job 
training as the openness and ease of access of the employees to involve their 
selves in diverse activities such as written possessions for acquiring learning dif-
ferent activities, and availing short courses opportunities, as well as participating 
in different discussion groups, seminars and workshops in different and diverse 
organizations [22]. Although, job training has been considered as important 
predictor of job satisfaction yet considerable importance has not been given. 

The study of literature highlighted several authors professing the positive as-
sociation between training of the employees on job and their satisfaction level. 
The lack of access to job training is one of the prominent causes of worker’s dis-
satisfaction [23]. In one similar research done by Shields and Wheatley taking 
the sample of nurses for hospitals of United Kingdom, a strong correlation was 
observed between availability of training opportunities and employees’ job satis-
faction [24]. Several other researchers like Tanja, Gazioglu and Jones also found 
positive association between employees’ training and job satisfaction [25] [26] 
[27].  

Blum in his research found significant correlation between acquisition of new 
skills and worker’s satisfaction [28]. The importance of job training can be un-
derstood by studying above mentioned literature. It can leverage the workforce 
in exploring various aspects of job performance. Siddiqui in his research, using 
doctors as research participants for Pakistani hospitals, stress on training pro-
grams for updating the skill inventory [29].  

In one similar research Haq examined the workplace stress among the em-
ployees in the department of health [15]. The research examined association 
between work stress and lack of training opportunities. The training was consi-
dered to be one the main reason of worker’s dissatisfaction. The study of above 
literature supports strong association between training opportunities and workplace 
satisfaction and classified the Hypothesis (H2) as following: 

H2: Positive “Job Training” (JT) is certainly and notably effect on em-
ployee “Job Satisfaction” (SAT). 

2.3. Esprit de Corps 

In order to increase individual’s capacity and involve them in team participation 
Esprit de corps can serve as an another additional resource. The core motive of 
Esprit de corps is to enhance and broadened individuals own view and ability 
depends on his mind-set which he possesses about the group in which he is 
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about to get involved. Employees remain much conscious regarding the prob-
lems of their teammates and want to evaluate that how much the individual 
concern or care about the team moral and spirit [30]. Team is an association of 
inter-dependent individuals working collaboratively for the purpose of unified 
objective [31]. He further argued that team spirit and fortitude is the symphony 
of enthusiastically joint and mix feelings, thoughts, mind-sets and principles that 
people make and hold about their mates with whom they are working together.  

Esprit de corps, the author explained, is of motivation for goal achievement. 
Defining esprit de corps in his research, William professed it to be associated 
with the level of commitment in organization for mutual objectives [32]. Ac-
cording to Homburg, it serves as vital asset for organizations mostly relying on 
informal settings [33].  

Boyt found strong association between workers’ satisfaction and team spirit 
[34]. He further argued that the raise in the seemingly social capital, will have a 
positive effect on the team spirit and motivation, which will result in a positive 
effect on employees’ job satisfaction level working in that organization. One of 
the research investigation done by Hwang in which they considered a public 
sector hospital in South Korea, the result of that study revealed that physicians 
in those hospital have noted a negative impact between work group friendliness 
and team spirit. [35]. However, findings of the research done in Pakistan mostly 
reveal that prefer to work as individuals then as team.  

Therefore, they give priority to individual task completion thus ignoring the 
importance of completion of the whole project [36]. In developing countries like 
Pakistan, the team work philosophy is of great corporate importance. This study 
attempts to test the relationship between team spirit and employees’ job satisfac-
tion in those organizations where team assignments are the mode of working as 
following hypothesis (H4). 

H4: Positive “Esprit de Corps” (TEAM) is certainly and notably effect on 
employee “Job Satisfaction” (SAT). 

3. Methodology 

The methodological aspect defines and elaborates the strategic manner to 
achieve the objective of the study. In the purposive manner, the job satisfaction 
in the public sector employees is going to be reviewed in terms of the collective 
output of “procedural and distributive justice”, “training” and the level of colla-
boration observe-able while performing routine tasks in the office. The collective 
intentions are computed in the cross sectional way in terms of time as mono- 
method is recorded in the current study. The quantitative approach of data col-
lection and analysis will be followed in the current study. 

3.1. Data Profiling and Sampling Method 

The traditional offline questionnaire in the printed format distributed in the 54 
branches of National Saving Bank, Pakistan to interact with the government em-
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ployees. Specifically, the network branches of National Savings in Peshawar, 
Hangu, Hassanabdal, Faisalabad, Lahore and Multan will be covered. The pur-
pose to cover geographically scattered network of branches was purposefully to 
generalize the recorded findings to understand the employees’ behavior across 
the country.  

The structured close ended questionnaires followed as the deductive approach 
if research is defined to understand employees’ satisfaction in public sector in-
stitutes. Conclusively, 332 responses collected in the return of 500 of the re-
quested participants. The collection rate of response in the return was concluded 
as 66% of the requested participants. The challenging and more controversial 
observation initially collected and observed is the level of education the most of 
the employees have acquired, as almost 67% of the respondents only acquired 14 
years of education (it includes B. Commerce and BSc Statistics and Economics).  

3.2. Instrumental Validity 

The structured questionnaire adopted on the basis of existing pool of literature 
discussing and elaborating the constructs in the quantitative manner. The scale 
items used for “Job Training” by Watt and like [37] with the items count of 4, 
“Job Training” by Schmidt [4] and items count of 3, “Esprit de corps” by Jo-
worsky and colleagues [30] with the collective item count of 3, and the proce-
dural and distributive justice by Niehoff and Moorman [38] in the item count of 
3 and 4 respectively will be accounted for the current study. The purpose to 
adopt existing instrumental scales is to increase the validity and reliability of the 
proposed study and the future findings.  

The likert scale to understand the attitude and behavior of government em-
ployees was adopted where the range of 5 unit of scale is observed (1 to 5) where 
the 1 explains the high negative perception to the highly positive perception at 5. 
To increase the validity and dependency on the results, the pilot test in Peshawar 
only conducted where 5 only branches targeted and the sample size of 30 was 
collected as a pilot test. The reliability of inter item correlation mean and Cron-
bach alpha recorded in the desired range. Specifically, the recorded values for 
each of the construct observed above 0.70 are as advised by previous studies 
[39]. 

4. Analysis 

In the quantitative studies to measure the employees’ motivation, while consi-
dering the determining factors like procedural and distributive justice with the 
job training and team esprit is never being discussed in the case of public sector 
institutes of developing country like Pakistan. In the current section the reliabil-
ity, validity and consistency of the results will be examined. In the later stage of 
examination, the Confirmatory and model fitness related tests will be performed. 
The statistical tools i.e. SPSS and AMOS will be adopted as its most preferred in 
the previous studies. 
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In the descriptive manner, the initial exploratory results are shown the domi-
nations of male in contrast of female as 76% of the respondents are male. In 
terms of education, most of the respondents are undergraduate as 48% respon-
dents claimed to attend university as undergraduate level. This count is statisti-
cally followed by the respondents who have attended university at postgraduate 
level. Specifically, it is 28% respondents count. The further section will be dis-
cussed the internal and external reliability of the surveyed data to get the results 
more reliable and valid. 

The CFA used to be followed after the comprehensive examination of each of 
the construct by using exploratory factor analysis and CFA will lead to SEM to 
define and examine the path analysis to understand each of the claimed hypo-
theses and impact of each of the determinant to formulate employees’ satisfac-
tion. 

Step 1: Within each of the independent variable and to challenge each of the 
relationship, EFA used to examine each of the variables internally and compre-
hensively examine the structure of the data. The sample adequacy in the statis-
tical manner usually followed the KMO and Bartlett test. In the current study, 
the 0.887 of KMO value is noted which defined and recorded in the preferred 
range. In the advance level significance measure, Bartlett test also returned fa-
vorable results.  

Step 2: The internal by Cronbach Alpha, composite reliability, and inter item 
variances i.e. Average variance extracted. The detailed results for the validity and 
reliability tests are shared below in the table. The AVE values higher than 0.50 
and CR and CA noted higher than 0.70 as recommended by the previous stu-
dies.as shown in the Table 1. 

The descriptive statistics about primary findings like means and standard de-
rivation for examining each of the construct and the discriminatory tests and 
examination are usually targeted to examine the correlation among latent va-
riables. It helps to identify two or more than two constructs representing the 
same aspect of the employee’s opinion. Moreover, the square root of AVEs for 
each of the construct should be higher than recorded correlation among each of 
the variable studied in the current study. The supportive responses from the dis-
criminating validating tests increases the reliability of the results concluded in 
the study. Specifically, all the discriminating tests are supportive in the current 
study as mentioned in the Table 2. 

The sole objective to adopt Structured Equation Modeling in the current ap-
proach of study is to analyze each of the paths in the proposed model, confir-
matory evaluation of factors and fitness measures to comprehensively analyze 
the proposed model [40]. The list of all examined model fitness indices are dis-
cussed in the Table 3 below. The recorded CMIN is 2.306 which is lower the 
upper limit of 3.0 as discussed in the previous literature.  

The CMIN comprised of degree of freedom and Chi-square, in the current 
study, the degree of freedom recorded as 109 and value of Chi-square as 251.34. 
The sensitivity of CMIN with the sample size is highly discussed and it raises the  
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Table 1. Relibility analysis for each of the construct. 

Construct 
Items/ 

Questions 
FL (Factor 
Loadings) 

CR (Composite 
Reliability) 

CA (Cronbach 
Alpha) 

AVE 
(Average Variance 

Extracted) 

Distributive Justice 
(DJ) 

DJ1 

DJ2 

DJ3 

DJ4 

0.837 

0.809 

0.789 

0.779 

0.879 0.899 0.646 

Satisfaction (SAT) 

SAT1 

SAT2 

SAT3 

SAT4 

0.815 

0.800 

0.774 

0.671 

0.850 0.872 0.588 

Job Training (JT) 

JT1 

JT2 

JT3 

0.886 

0.846 

0.838 

0.823 0.895 0.611 

Procedural Justice 
(PJ) 

PJ1 

PJ2 

PJ3 

0.880 

0.827 

0.797 

0.0.873 0.840 0.697 

Esprit (TEAM) 

TEAM1 

TEAM2 

TEAM3 

0.828 

0.826 

0.764 

0.847 0.833 0.650 

 
Table 2. Survey Items’ Mean, Deviation in each item, Correlation and square root of AVEs. 

Construct Mean SD DJ SAT JT PJ TEAM 

Distributive justice (DJ) 4.48 0.772 0.803     

Satisfaction (SAT) 4.37 0.767 0.565** 0.766    

Job Training (JT) 7.32 0.799 0.441** 0.474** 0.781   

Procedural Justice (PJ) 4.39 0.801 0.424** 0.395** 0.294** 0.834  

Esprit (TEAM) 4.25 0.767 0.473** 0.511** 0.356** 0.290** 0.806 

** = correlation at 0.01 level. 
 

Table 3. Recorded indexes measured in SEM (analysis). 

Index measured Results in Model Recommended value 

Chisquare (X2) 251.345 - 

Degree of freedom 109 - 

CMIN 2.306 Under 3.0 

GFI 0.921 0.90 

AGFI 0.888 0.80 

RMSEA 0.062 Lower than 0.80 

TLI 0.948 0.95 

CFI 0.959 0.95 

NFI 0.930 0.95 

Recommended values by (Litze Hu & Bentler, 1999). 
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importance of fitness indices to be studied. Non-centrality indices noted with the 
observed value for 0.062 and 0.959 for RMSEA and CFI respectively. Absolute 
indices of GFI and AGFI are recorded as 0.921 and 0.888 respectively. Moreover, 
the value of NFI and TLI as relative indices recorded as 0.930 and 0.948 respec-
tively. The only slightly unfavorable results recorded for NFI and TLI in the 
current study as recordings are slightly close to the lower limit of the recom-
mended value of 0.95 as mentioned in the existing pool of literature before [41]. 
In tabular form, all the measuring indices are mentioned below in Table 3. 

To measure the public sector employee’s satisfaction, in the current study, 
four exogenous constructs considered where the satisfaction among employees 
classified as only endogenous variable in the current study as shown in the Fig-
ure 1. 

The team esprit (TEAM) and distribute justice (DJ) concluded as the most in-
fluential factors among all exogenous factors studied in the current study. Spe-
cifically, the list of all hypotheses studied is mentioned in the Table 4. 

 

 
Figure 1. Path analysis of current study. 
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Table 4. Evaluation and analysis of hypotheses. 

Hypotheses Detail Beta (β) Significance Result 

H1 DJ+  SAT+ 0.300.1 <0.001 True/Valid 

H2 JT+  SAT+ 0.222 <0.001 True/Valid 

H3 PJ+  SAT+ 0.141 <0.05 True/Valid 

H4 TEAM+  SAT+ 0.295 <0.001 True/Valid 

 
All four hypotheses supported and validated in the current study. Specifically, 

H1 concluded as the strongest exogenous factor where “Distributive Justice” 
succeeds to define “public sectors” employee’s satisfaction around 30% among 
all independent factors. In statistical manner, beta value of 0.301 with the 
p-value < 0.001 concluded as the most dominating independent factor. H2: The 
predictor of “Job training” appeared with the beta value of 0.222 with the same 
significance level as observed for H1 (p < 0.001) categorized H2 as third most 
prominent independent factor in the current study. H3: In terms of significance 
level, H3 ranked the least with the p value of 0.013 (less than 0.05) and the beta 
value of 0.141. It is important to mention that H3 is the weakest determinant in 
the current study. H4: It is followed by “Esprit” where team communication, 
understanding and harmony defined almost 29% of the current situation where 
beta of 0.295 with the p-value of 0.001 noted.  

Findings of this research showed positive correlation between distributive jus-
tice, procedural justice and employment satisfaction. The finding seems consis-
tent with the work of Daily and Haq [15] and Lambart [13] professing the im-
portance of administrative impartiality in job satisfaction. The study, in line with 
the findings of Meral [42], found positive association between workplace satis-
faction and team spirit. Astonishingly however, training of staff and procedural 
fairness were establishing to have less significant association with job content-
ment which makes the result of Shields and Wheatley [43] and many such au-
thors encouraging.  

Results of the previous researches professed a positive role training plays in 
job contentment. However, while deducing the new findings of this investigative 
study and exploring the effects of trainings related with jobs and current em-
ployees’ satisfaction the constricted and more homogenous character of the 
sample in this study should be taken into consideration. Additionally, one of the 
most important tangible results of the research indicated that procedural justice 
emerged as weakest determinate and having less explanatory factor of em-
ployees’ job satisfaction. However, it concerns and highlights are strong deter-
minant of employee’s satisfaction in the sales sector which gives much value and 
preference to the plainness of sales dealings such as daily sales coverage and re-
porting to top management, sales scheduling and other sales related reporting. 

The study found that another tangible contribution of this research is its way 
of explaining the association between job satisfaction and distributive justice. In 
fact, several studies have explored and examine the effects of procedural and 
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distributive justice on a variety of job outcome like job performance [44]. How-
ever, there has remained debate over the comparative significance of distributive 
and procedural fairness in staff related results. According to the findings of some 
scholar’s distributive impartialities are more vital for employees’ satisfaction as 
compare to the procedural justice to organizational commitment of employees 
[16]. So the results of this research are in support of previous researchers when 
explaining job satisfaction in relation to distributive fairness.  

However, the results of some researchers McFarline and Sweeney [18], con-
trary to the research findings, found procedural justice to more important in job 
related outcomes as compared to distributive justice. Conclusively, the cultural 
differences of the areas where the research was conducted can be attributed to 
the reason of comparative role of distributive and procedural justice [45]. 

5. Conclusion 

The study was conducted in tight time schedule. As a result, in-depth analysis of 
some of the factors was left unexplained. Hence, future research on job satisfac-
tion should include several other influential factors. The focus of the study was 
another limitation. Because of time shortage, data were collected for only one 
company (National Savings). Hence, findings of this research may be carefully 
implemented on other companies. With this, it is argued that the current study 
should be simulated and applied in other organizations both in government and 
privately owned sectors while considering on the relative effects of procedural 
justice, distributive justice and employees job satisfaction, and while keeping in 
view the contentious findings and results related to these factors as originated in 
this study and also in previous studies situation and settings. This study provides 
an eye opening insight to various government organizations. The study helps in 
policy formulation regarding employees and labor management for enhancing 
their role in economic development. The results of this study also help the aca-
demicians in doing further research in the field of performance management. 
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