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Abstract

Purpose This study examines the relationship between or– -
ganizational justice and employee job satisfaction and the extent
of its moderation by perceived alternative job opportunities.
Research design, data, and methodology This is a–

cross-sectional study utilizing survey questionnaire data from 220
bank employees, which included scales measuring organizational
justice, job satisfaction, and perceived alternative job
opportunities.
Results The data is analyzed using correlation and hier– -

archical regression. Results demonstrated that organizational jus-
tice has a direct positive impact on employee job satisfaction
further, distributive justice explains more variance in job sat-
isfaction, followed by procedural justice and interactive justice.
Perceived alternative job opportunities moderate the relationship
between organizational justice and job satisfaction.
Conclusions Generally, organizational justice increases bank–

employees’ job satisfaction; however, when they perceived more
job opportunities, their job dissatisfaction increased notwithstand-
ing fairness. Therefore, perceived job opportunities moderate the
relationship between organizational justice and job satisfaction.
Retaining skilled employees has become difficult, especially
when there is market demand for skilled workers. Human re-
source (HR) managers should consider market situations before
formulating policies; otherwise, they may lose the competitive
advantage of skilled employees and workers.

Keywords: Organizational Justice, Jobs Satisfaction, Perceived
Alternative Job Opportunity, Bank Employee, Pakistan.
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1. Introduction

Employee job satisfaction has always been a focus of human
resource managers and researchers. Satisfaction is a form of at-
titude and it is a multi-dimensional construct. So it has been
linked with different antecedents and consequences. Job sat-
isfaction brings a lot of desirable outcomes, such as: commit-
ment, performance, OCB. It also decreases some undesirable
outcomes like: absenteeism, turnover and organizational devi-
ance etc. Attention should be given to the employee Job sat-
isfaction, which is necessary for retaining and attracting
well-qualified personnel. Organizational justice and fair treatment
have been tremendously reported as a major predictor of em-
ployee job satisfaction (McFarlin and Sweeney, 1992). Justice
issues are the key concerns in main-stream journals of in-
dividual and organizational psychology. Topics of justice and
fairness are found in the domain of philosophy. Discussion on
these topics has been taking place since the time of Plato and
Socrates (Colquitt et al.,2001). Research on organizational jus-
tice has gained attention of researchers in last three decades
because of its desired outcomes (Ambrose, 2002). Social ex-
change theory coined by Adams (1966) has provided possible
conceptual grounds for understanding relationships between em-
ployees and their work organizations (Eisenberger et al., 1997).
Issues of justice or fair treatment have been a key concern,

particularly for employee job satisfaction. In work places employ-
ees often estimate whether the reward they receive match their
contributions to the organization or not (Judge and Colquitt,
2004). Due to increase in globalization, the importance of smart
management is realized. Selection, recruitment and then re-
tention of human resource and human capital are gaining more
attention of human resource managers across the world. More
availability of alternative jobs has increased employee aware-
ness and their expectations by multiples. Due to more avail-
ability of alternative job opportunities, employees are not going
to agree on anything less what they expect and what is being
offered them from competitors. The competitive edge of any or-
ganization can easily be lost if the employees decide to explore
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the opportunities outside the organization.
On the other hand, more availability of alternative employment

opportunities changes employee attitude towards his current em-
ployment status (Gerhart, 1990; Hulin et al., 1985). The most
theoretical model which has focused on perceived alternative job
opportunities, have theorized that availability of alternative jobs
in abundance is likely to create dissatisfaction with current em-
ployment (see Hulin et al., 1985; Mobley, 1977; Price, 1977).
So far, most of the studies on perceived alternative job oppor-
tunity have specifically focused on turnover intention or actual
turnover. These relationships are very important in work and or-
ganizational psychology and have important implications for both
employees and organizations. Organizations are always inter-
ested in retaining a healthy team of satisfied and productive
employees; so that, they may achieve the competitive
advantage.
HR managers, researchers and practitioners are keen to

know that what would be the internal and external factors which
may reduce the satisfaction level of their employees. This re-
search will highlight some important factors that influence em-
ployees’ satisfaction and their willingness to work for employers.
Therefore, paying attention to justice seems important because it
enhances job satisfaction, which is associated with a number of
desired outcomes. Separate studies have been undertaken,
which examined the impact of organizational justice and per-
ceived alternative job opportunity on employee job satisfaction.
We are preliminary interested to see the combined effect of
both variables on overall employee job satisfaction. To the best
of our knowledge, no empirical study has examined the moder-
ating effect of perceived alternative job opportunities on the rela-
tionship of organizational justice and employee job satisfaction.
The aim of study is to cover this void in the literature by theo-
rizing and empirically testing the moderating impact of perceived
alternative job opportunities between the relationship of organiza-
tional justice and job satisfaction. The succeeding section of this
article reviews existing literature on organizational justice, em-
ployee job satisfaction and perceived alternative job opportunity.
Hypotheses are also presented based on presented literature.

2. Literature Review

This section presents the brief literature review on the varia-
ble of the study, which leads to the development of research
hypotheses. It begins with organizational justice and its relation-
ship with employee job satisfaction. Then examines how per-
ceived alternative job opportunities moderate the relationship be-
tween organizational justice and job satisfaction.

2.1. Organizational justice

Organizational justice refers to employee's perceptions, wheth-
er their organization treats them fairly or not (Greenberg, 1987).
Organizational justice has been found a very important factor for

the benefits of both employer and employees. It is most crucial
for enhancing the motivation and satisfaction of employees.
Attitude and behaviors of employees are strongly influenced by
organizational justice. It forms their perception about fairness
(James, 1993). The dimensions of organizational justice have
been used widely as independent variables for many organiza-
tional and individual's desirable outcomes (Folger and Konovsky,
1989; Greenberg, 1990; McFarlin and Sweeney, 1992; Sweeney
and McFarlin, 1993). The construct of organizational justice is
complex it is not a one-dimensional construct. A review of jus-
tice literature has revealed that initially organizational Justice
was theorized in four dimensions: distributive justice, procedural
justice, interactional justice and informational justice (Colquitt,
2001). There was a high inter correlation between interactional
justice and informational justice so informational justice was
merged in interactional justice (Mansour-Cole and Scott, 1998).
These three constructs of organizational justice are strongly re-
lated but these yield somehow different outcomes, i.e., perform-
ance, OCB and counterproductive behaviors (Cohen-Charash
and Spector, 2001; Kernan and Hanges, 2002). This three-factor
structure justice measure explained more variance and it pos-
sesses considerably improved psychometric properties than a
global and other proposed construct of organizational justice
(Liljegren and Ekberg, 2009). The three-dimensional model of or-
ganizational justice was very rigorously defined by Bies (2001).
It is thus important to explain organizational justice constructs
that include: distributive, procedural and interactional organiza-
tional justice.

2.2. Distributive justice

Initially, when researchers begun to address the issues of
justice they focused only on distributive justice, distributive jus-
tice is the outcome or end which an employee finally receives
as a consideration for his/her inputs and efforts (Deutsch, 1975;
Gilliland, 1994; Leventhal, 1976). It can be called perceived fair-
ness of outcome. From the distributive justice standpoint, em-
ployees estimate fairness of distributions of reward with respect
to some precise set of distributive criteria, most probably with
the equity criteria. The equity criterion simply states that the
outcome will be faire if employee receives rewards according to
his/her inputs and contribution to the organization (Greenberg,
1990). As the prime focus of distributive justice is with individual
rewards, so it is considered to be related with cognitive, affec-
tive and behavioral reaction of individual for a particular
outcome. Thus, when a particular outcome is perceived to be
fair or unfair, in either case it will certainly affect the person’s
emotions in terms of satisfaction, dissatisfaction, anger, happi-
ness, pride, or guilt (Weiss et al., 1999).

2.3. Procedural justice

Procedural justice refers to the free and transparent methods
and procedures used for the evaluation of employee outcomes
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in forms of reward or increment. It is also referred as perceived
fairness of the process elements. It determines whether or not
process of evaluation for individual reward is fare (Cropanzanoet
al., 2001). Initially only distributive justice was the focus of re-
searchers later on it was realized that only the perceived fair-
ness of outcomes is not the only indicator of the fair treatment.
So attention was shifted towards, the perceived fairness of the
process by which the outcomes are estimated. it is also an im-
portant factor which determine organizational justice, in some
cases it is rather more important determinant of perceived or-
ganizational justice than the distributive justice (Lind and Tyler,
1988).
The procedural justice represents the way through which or-

ganization decides to distribute the rewards among its
employees. The procedural justice is likely to affect cognitive,
affective and behavioral reactions towards the organization, like
organizational commitment (Martin and Bennett, 1996). When
employees perceive the processes through which their rewards
are being estimated are quiet unfair, in such case employees
react against their organization rather than their personal job or
assignment (Cohen-Charash and Spector, 2001). A lot of re-
search has been conducted on organizational justice, particularly
researchers were more concerned with distributive justice and
procedural justice (Elanain, 2010). Distributive and procedural
justices are both distinctive constructs and their differentiations
are well defined in literature and empirically tested in a number
of studies (See Colquitt, 2001).

2.4. Interactional justice

A third form of justice, interactional justice was suggested by
(Bies and Shapiro, 1987). It was basically an extended di-
mension of procedural justice. Interactional justice covers human
and interpersonal aspects of justice. In an organization the man-
agement or employers behave towards employees in controlling
and allocating rewards describes interactional justice. Because it
was closely related with procedural justice so some authors pro-
posed that it is a social aspect of procedural justice and it is
not a separate and independent dimension of justice
(Cropanzano and Greenberg, 1997). Interactional justice is de-
termined with respect to attitude and behavior of supervisor and
managers with employees. Interactional justice is considered to
be related to cognitive, affective, and behavioral reactions to-
ward these representatives, that is, the direct supervisor or con-
cerned authority who is supposed to deal with justice (Weiss et
al., 1999). All dimensions of organizational justice are found to
be meta-analytically related to a variety of desirable outcomes,
attitudes and behaviours i.e., satisfaction, commitment (Colquitt
et al., 2001) satisfaction with pay received (Moorman, 1991;
Tang and Sarsfield-Baldwin, 1996) it effects employee work atti-
tude (Folger and Konovsky, 1989). It further reduces absentee-
ism (Vallen, 1993); unethical behaviour among employees
(Treviño and Weaver, 2001); propensity to search for another
job, turnover intention and their actual turnover (DeConinck and

Stilwell, 2004). Job satisfaction mediates the relationship be-
tween organizational justice and various individual and organiza-
tional outcomes (Elanain, 2010). Many researchers have found a
positive link between organizational justice and job satisfaction
(Irving et al., 2005; Zainalipour et al., 2010). The feelings of in-
justice are linked with dissatisfaction (DeConinck and Stilwell,
2004). Employee dissatisfaction causes many serious problems
which reduces organization productivity. Dissatisfied employees
engage themselves in counter-productive behaviors like less fo-
cus on work, stealing, poor service, negative rumors and sabo-
tage of equipment (Syptak et al., 1999).
(Locke, 1969) designed a model of dissatisfaction by anchor-

ing it with equity theory, he found that an employee will be sat-
isfied or dissatisfied with his/her job after making a psycho-
logical comparison. Equity theory explains employee job sat-
isfaction via motivation (Greenberg, 1990). Review of organiza-
tional justice shows that distributive justice more strongly pre-
dicts particular personal outcomes such as, (job satisfaction and
satisfaction with pay received) better than general organizational
outcomes such as organizational commitment and OCB, proce-
dural and interactional justice has more predictive power to ex-
plain general organizational outcome (Nadiri and Tanova, 2010).
Job satisfaction is usually defined as a positive emotional state
attitude or reaction towards the job situation. It is an important
motivator for employee performance (Babin and Boles, 1996;
Campion, 1991).
(Cohen-Charash and Spector, 2001) conducted a meta-analy-

sis by taking a sample of 190 studies, there were total 64,757
participants. They examined the outcomes of distributive, proce-
dural and interactional justice. Their study revealed that distrib-
utive, procedural and interactional justice impacts differently on
employee behaviours and organizational outcomes. Distributive
justice more strongly affects the reactions regarding individual
job conditions rather than the organization as a whole.
Procedural and interactional justice brings supervisor commit-
ment and organizational commitment which are concerned with
the organization as whole. Distributive justice strongly correlates
with job satisfaction and explain more variance in predicting em-
ployee job satisfaction than procedural or interactional justice
(Nadiri and Tanova, 2010; Zainalipour et al., 2010).
So we can propose that organizational justice will have direct

and significant impact on job satisfaction and distributive justice
will explain more variance in job satisfaction as compared to
procedural justice.

H1: Organizational justice will have direct positive impact on
job satisfaction.

H2: Distributive justice will explain more variance on employ-
ee job satisfaction as compared to the variance ex-
plained by procedural justice.

2.5. Perceived alternative job opportunities

The role played by perceived alternative job opportunities has
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been less clear. Some authors are of the view point that job
search and alternative job opportunity is an intermediate step
between job dissatisfaction (Hulin et al., 1985)
(Mobley, 1977) theorized a model where he included some

critical variables which assess the employee perception of alter-
native job opportunities and interaction with the external
environment. Perceived alternative job opportunities have direct
and indirect impact on intention to quit via job dissatisfaction
(Griffeth and Hom, 1988). Perceptions and expectations of alter-
native job opportunities are also influenced by general labour
market. Intention to stay in the organization is related to per-
ceived alternative job opportunities and job satisfaction. When
Employees perceives more alternative job opportunities and re-
ceive offers from other employers they make a comparison of
cost and benefit between current and alternative jobs (Mobley,
1977; Price, 2001). An individual may find confidence or dis-
couragement while searching a job, confidence or discourage-
ment can be evaluated by certain events which imply success
or failure in the job search; such as, numbers of job offers and
frequency of interviews. Such factors influences the employee’s
perceptions whether or not his search for job would ultimately
be successful or not (Laker, 2011). When employees will per-
ceive low alternative employment opportunities their job sat-
isfaction will increase but when they will perceive high alter-
native employment opportunities their job satisfaction will
decrease. Hence we can propose that perceive alternative em-
ployment opportunities are likely to moderate the relationship be-
tween organizational justice and job satisfaction.

H3: Perceived alternative job opportunity is likely to moderate
the effect of organizational justice on job satisfaction.

<Figure 1> Theoretical Frame Work

Organizations which really want to retain and attract com-
petent personals try to satisfy their workers by treating them
very fairly in terms of distributive justice, procedural justice and
interactional justice. Several studies have been conducted to
find internal factors, which may affect employee job satisfaction
with managerial implications, but even then there are some ex-
ternal factors, which are not under control of management, but
it may reduce employee satisfaction with current employment.
Focus should be given to these external factors, i.e., perceived
alternative employment opportunity, which may affect employee
job satisfaction. This study has been under taken for examining
the moderating effect of PAJO between the relationship of or-
ganizational justice and job satisfaction.

RQ1. Whether or not perceived distributive justice explains
more variance on jobs satisfaction as compare to var-
iance explained by procedural justice.

RQ2. Whether or not perceive alternative job opportunities
moderate the relationship between perceived organiza-
tional justice and job satisfaction.

3. Methods

3.1. Population, sample, and subjects

Participants were employees of commercial banks operating
in Capital territory Islamabad. We chose banking industry based
on purposive sampling, as the employees of commercial banks
find more job opportunities as soon they gain some experience
they feel no hesitation in changing their organizations if they
feel that their organizations don’t treat them fairly. The list of
potential pool of participants was obtained by utilising multi
stage sampling. In first stage a comprehensive list of all bank
branches operating in Islamabad was made. In second stage by
utilising stratified random sampling we choose bank branches,
strata were made on the basis of geographical location of
branches. We made contact with branch managers of randomly
chosen bank branches; informed them the purpose of study and
got permission for conducting survey. However unit of analysis
in our study are bank employees so in third stage 300 bank
employees were randomly chosen from list of employees pro-
vided by bank, for taking their responses to test the hypothesis.
A self-administered questionnaire with cover letter describing the
purpose of study was hand distributed to 300 bank employees
across different functional departments and from all levels of
employees of bank. 230 respondents filled and returned these
questionnaires nearly 10 questionnaires were excluded from final
set of data for making analysis due to massive incomplete in-
formation or faulty responses. Hence 220 questionnaires were
found useable from employees of 28 different commercial banks
across public and private sector and conventional and Islamic
banks, yielding a response rate of 73 percent. 71.4 percent re-
spondents were males and 28.6 were females. Majority of the
respondents were less than 35 years. 62.8 percent respondents
were having qualification of bachelor or less and 37.3 percent
were having master degree. Majority of the respondents were
single 63.6 percent and 36.4 percent were married. Most of the
respondents were permanent employees 77.7 percent and 23.3
percent were temporary or ad hoc employees (see table 1 for
details).

3.2. Measures

Questionnaire was consisting of two sections. In first sections,
there were some demographics variables i.e., gender, age, edu-
cation, marital status and employment status. Among these
demographics variables, i.e., marital status and employment sta-
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tus were measured on the dichotomous scale.

3.2.1. Organizational justice

Employee perceptions about organizational justice were meas-
ured with three its dimensions: distributive justice, procedural
justice and interactional justice on 5 point likert scale ranging
over 1 (strongly disagree) to 5 (strongly agree). To measure the
employee perceptions about organizational justice, scale pro-
posed by (Niehoff and Moorman, 1993) was used. Distributive
justice was measured by five items; Sample item intended to
measure the employee perceptions of distributive justice was: "I
feel that my job responsibilities are fair."
The Cronbach’s alpha of items was found to be 0.68.

Procedural justice was measured with six items; Sample items
intended to measure employee perceptions of procedural justice
were: "Job's decisions are made by the general manager in an
unbiased manner." The Cronbach’s alpha of items was found to
be 0.84.
Interactional justice was measured with nine items. Sample

items intended to measure employee perceptions of interactional
justice were: "When decisions are made about my job, the gen-
eral manager treats me with kindness and consideration" and
"My general manager explains very clearly any decision made
about my job." The Cronbach’s alpha was found to be 0.91.

3.2.2. Job satisfaction

Overall employee job satisfaction was measured with three
items, including one reversed item, on 5 point likert scale rang-
ing from 1 (strongly disagree) to 5 (strongly agree). This scale
was adopted from the Job Diagnostic Survey (Hackman and
Oldham, 1975). Examples of the item t are: "All in all, I am sat-
isfied with my job" and "In general, I don’t like my job." The
Cronbach’s alpha of items was found to be 0.66.

3.2.3. Perceived alternative job opportunity

Employee's perceptions about alternative employment oppor-
tunities were assessed with three items, on 5-point Likert scale.
This scale was adopted from (Mowday et al., 1984). Examples
of the items are: "There are many jobs available similar to
mine" and "I can find another job doing exactly what I am do-
ing now." The Cronbach’s alpha of items was found to be 0.73.

4. Results

To make certain conclusions regarding the hypothesis which
were developed based on extensive review of the literature, for
the analysis of data following statistical tools were employed de-
scriptive analysis, reliability analysis correlation analysis and mul-
tiple regressions.

<Table 1> Demographics of respondents

Gender Frequency Percentage
Male 157 71.4
Female 63 28.6
Total 220 100.0
Age

Less than 25 65 29.5
24-34 139 63.2
35-44 12 5.5

45 and above 4 1.8
Total 220 100.0

Education
Bachelor or less 138 62.8
Master or above 82 37.3

Total 220 100.0
Marital status

Single 140 63.6
Married 80 36.4
Total 220 100.0

Job status
Permanent 171 77.7
Temporary 49 22.3

Total 220 100.0

Table 2 presents mean, standard deviations, Cronbach’ alpha
and inter correlations of the study variables. Correlation co-
efficients of variables except demographics variables have mod-
erate positive relationship with each other, whereas some demo-
graphics variables also have negative relationship with other
study variables. Value of Cronbach’s alpha ranges from 0.68 to
0.91, these are quite sufficient.
In last step we enter international justice it caused ( R∆ 2 =

0.025, p < 0.05). Results are given in table 3. result shows that
higher level of procedural justice will brings higher level of job
satisfaction, but when we controlled procedural justice, distrib-
utive and interactional justice still accounts very significant
change in job satisfaction and has not became insignificant after
controlling procedural justice. It means distributive justice ex-
plains more variance on job satisfaction as compared to var-
iance explained by procedural justice. Additionally to diagnose
the problem of multi-collinearity, we test collinearity in table 3val-
ues of VIF are given; its values are well below 10.0 it shows
there is no collinearity between independent variables.
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<Table 3> Hierarchical regression results for the influence of control
variables and procedural justice followed by distributive
justice and interactional justice on job satisfaction.

R2

Change β t- statistics p- Value VIF

Step 01 0.011 (0.786)

Gender -0.054 -0.756 0.451 1.08

Age -0.078 -0.953 0.342 1.43

Education -0.050 -0.727 0.468 1.03

Marital Status -0.025 -0.317 0.752 1.31

Job Status -0.014 -0.191 0.849 1.11

Step 02 0.202 0.000

Procedural
Justice 0.456 7.407 (0.000) 1.027

Step 03 0.122 0.000

Distributive
Justice 0.408 6.237 (0.000) 1.364

Step 04 0.025 0.004

Interactional
Justice 0.246 2.900 (0.004) 2.381

N 220

R2 0.36

Equation
F-value 45.338

To test first hypothesis that Perceived organizational Justice
has a positive impact on job satisfaction hierarchical regression
is used. In table 4, the main effect shows that organizational
justice has direct and significant effect on job satisfaction ( =β
0.60, p< 0.05) hence the hypothesis 1 is supported. Perceived
alternative job opportunity was not found significantly related to
job satisfaction after controlling the effect of demographics varia-
bles and organizational justice. It shows that perceived alter-
native job opportunity is not an antecedent of job satisfaction; it
met the first condition of a moderating variable.
H2a stated that perceived alternative job opportunity will mod-

erate the effect of organizational justice on job satisfaction.
Table no. 4 (model 3) shows that, there is a significant inter-
action between organizational justice and perceived alternative
job opportunity for employee job satisfaction ( = - 0.53, p <1)β
that explained variance in the model beyond that due to the
main effects ( R2 = 0.06, p < 1) so that H 3 is supported.∆

<Table 4> Hierarchical regression results for the effects of
organizational justice and perceived alternative job
opportunity on job satisfaction.

Variable Model 1 Model 2 Model 3

β β β

Step 1: Control
variables

Gender -0.05 -0.07 -0.06

Age -0.07 -0.04 -0.04

Education -0.05 -0.04 -0.05

Marital Status -0.02 0.00 0.00

Job Status -0.01 -0.06 -0.06

Step 2: Main Effect

Organizational justice 0.60*** 0.87***

<Table 2> correlation and other descriptive statistics for all variables of the study
Mean S.D 1 2 3 4 5 6 7 8 9 10

1. Distributive 2.80 0.76 (0.68)
2. Procedural 3.37 0.88 0.42** (0.84)
3. Interactional 3.37 0.84 0.44** 0.61** (0.91)
4. Satisfaction 3.40 0.90 0.45** 0.45** 0.49** (0.66)
5. Alternative 3.34 0.96 0.21** 0.32** 0.23** 0.19** (0.73)
6. Gender 1.28 0.45 0.01 0.09 0.06 -0.01 0.047 1
7. Age 1.79 0.61 0.01 -0.14* -0.16* -0.06 -0.19** -0.24** 1
8. Education 3.36 0.49 0.06 0.02 -0.10 -0.05 0.04 0.09 -0.00 1
9. Marital status 1.36 0.48 0.00 -0.10 -0.11 -0.07 -0.10 -0.14* 0.48** -0.08 1
10. Employment status 1.22 0.41 0.06 0.04 0.15* 0.02 0.08 0.14* 0.28** -0.11 -0.13 1
Reliability is reported on the diagonal in parentheses i.e., (0.68)
N= 220;
*** p< 0.001(2-tailed);
** p< 0.01 (2-tailed);
* p< 0.05 (2-tailed);
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<Figure 2> Moderating Effect of Perceived alternative job opportunities
between organizational justice and job satisfaction

5. Discussion

The purpose of this study was to examine the extent to
which organizational justices enhance job satisfaction and up to
what extent this relationship is moderated by perceived alter-
native job opportunities. The results of this study are quiet ac-
cording to expected alternative hypothesis which were developed
after conducting extensive literature review. All dimensions of or-
ganizational justice have direct and positive impact on employee
job satisfaction but all dimensions of justice impact differently on
employee job satisfaction. Various previous studies have shown
that organizational justice has strong positive impact on employ-
ees’ job satisfaction. (Nadiri and Tanova, 2010; Suliman, 2007;
Zainalipour et al., 2010). The results of some studies have
shown that although all dimensions of organizational justice mo-
tivate employees and enhance their job satisfaction but Focus
should be given to distributive justice which strongly and pos-
itively impact on immediately job environment, such as, job sat-
isfaction and work deviance. When employees will perceive
higher degree of distributive justice it will bring positive emotions
about his personal job or project will lead to enhance motivation
level of employee and will induce employee to work more effec-
tively and efficiently. In our study after controlling the effect of
demographic variables, the distributive justice has explained
more variance in job satisfaction then procedural and interac-
tional justice. These findings are consistent with the findings of

(Nadiri and Tanova, 2010) which showed that the distributive
justice has the strongest ability to predict job satisfaction as
compare with procedural justice and interactional justice because
distributive justice strongly impact on immediate job environment.
The inclusion of perceived alternative job opportunity, has

made this model very interesting and it provided important im-
plications for enhancing our understanding that why do satisfied
customers become unsatisfied even when their organization treat
them very fairly. It extended the existing literature on perceive
alternative job opportunity and its consequences on job
satisfaction. Separate studies were carried out to examine the
impact of organizational justice and perceived alternative job op-
portunities on job satisfaction; in this study we have seen the
combined effect of these variables on job satisfaction. The cur-
rent study has confirmed the impact of both organizational jus-
tice and perceives alternative job opportunity on job satisfaction.
Organizational justice enhances the employee job satisfaction
and perceived alternative job opportunity moderates this
relationship. When employees perceived that they are being
treated fairly in terms of distributive justice, procedural justice
and interactional justice they will become more motivated it will
increase their job satisfaction but the distributive justice has ex-
plained more variance in job satisfaction. It is interesting to note
that when these satisfied customers perceived that there are
many alternative job opportunity in the market and they can get
a better job if they will left their current job they become dissat-
isfied with their current job. When some employees perceive
that the market is saturated and it is very difficult to seek job
opportunity they became more satisfied with their existing job.
These finding are consistent with prior studies which found that
labor market conditions impact on employee job satisfaction and
their turnover intention (Gerhart, 1990).

6. Limitations and directions for future research

This study is not without limitations and the findings of this
study have also open new avenues for number of possible fu-
ture studies. This study is first, which seek the moderating ef-
fect of perceived alternative job opportunities on organizational
justice and employee job satisfaction. Survey conducted in bak-
ing sector of Pakistan provided support for this moderation.
Future research is desirable with other services and non-serv-
ices sector to further confirm the findings of this study.
Expectations and perceptions of people vary across cultures,
hence this moderating effect can provide more interesting finding
if these relationships will be examined by taking a cross na-
tional data. This study was limited in its scope by concentrating
on the influence of organizational justice on job satisfaction.
Future studies should enlarge the model by including other
job-related attitudes like: job commitment, organizational citizen-
ship behaviour and employee intention to leave.

Alternative job
opportunity -0.04 0.32

Step 3: Interaction
effect

OJ × PAJO -0.53

R2 0.011 0.347 0.352

in RΔ 2 0.335 .006

FΔ 0.487 54.427 1.836

Sig. FΔ 0.786 0.00*** 0.177
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