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Abstract

Employee performance in the public sector in emerging economies has received less attention, and there is a gap in the performance
between developed and non-developed countries. The purpose of this study is to investigate the impact of organizational justice (procedural
justice, distributive justice, and interactional justice) on employee performance and to examine the moderating role of job suitability in the
Omani public sector. A total of 420 responses were collected from five selected ministries in Oman using a stratified sampling technique.
Data was analysed using Smart PLS 4. The findings indicated that procedural, distributive, and interactional justice have a positive effect
on employee performance. Job suitability moderated only the effect of distributive justice on employee performance. Assigning jobs ap-
propriately and creating a fair working environment can lead to better employee performance.
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1. Introduction

Human capital is the most important asset in an organization. This capital relies heavily on employees. Employee performance (EP) has
become one of the main issues that organizations to increasing their organizational performance and effectiveness. [1], and its importance
increases in the public sector, which relies on EP to offer key services, including education, healthcare, and other transactions [2]. Thus,
public sector employees’ performance benefits the sector performance, citizens, and other stakeholders. [3]. The public sector is vital to
the economy because it creates employment and provides high-quality public services. [4]. Against this approach, most prior research
studied private sector EP, whereas few examined public sector performance. [5]. In a production-based economy, organizations incentivize
EP. Therefore, employees work longer hours yet feel more stressed and unfulfilled, which lowers productivity, increases absenteeism, and
makes them want to quit.

EP depends on organizational justice (OJ). OJ theory states that fairness and justice in procedures, distribution, and interaction motivate
and commit employees and improve performance. Several studies found that OJ improved EP. [6]-[8]. Other research revealed no sub-
stantial influence of OJ on EP. [9], [10]. In their comprehensive assessment of nine nations, [11] Found that the Middle East, mostly Arab
countries like Oman, is one of the least studied areas in OJ literature. Another issue that has the potential to contribute to EP is the job
suitability (JS). Poor JS complicates performance assessment and increases job dissatisfaction. [12]. Lack of JS causes work overlap,
conflict, and poor performance. [13]. To address these difficulties, organizations must assess the suitability of work for employees; there-
fore, employees can understand their jobs and assess their performance. [14]. Nevertheless, the results are mixed in terms of the impact of
JS on EP. [15], and few studies have examined the role of JS as a moderator [16].

The public sector is inflexible. [4], and it has inferior EP than the private sector because workers are less motivated and engaged [17].
Oman has public sector EP difficulties. Oman's public sector EP is lower than the regional and international level of EP. [18]. Nevertheless,
public sector studies are few in the Middle East and Oman. [18], [19]. Existing studies examined the OJ and EP in different industries,
such as hotels, manufacturing, banking, and small and medium enterprises (SMEs) [12], [20]-[22]. [20] found that procedural justice
mediates the job analysis-performance relationship. To address these gaps, this study examines how procedural, distributive, and interac-
tional organizational justice affects EP. We also analyse how JS moderates the impact of OJ on EP. Next, we discuss the literature review,
methodology, results, discussion, and conclusion.
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2. Literature Review

2.1. Theoretical framework

This study examines the effect of OJ on EP and the moderating role of JS. Therefore, two theories, which include the OJ theory and the
job characteristic model (JCM), can explain the association between the variables. The justice theory was initially derived from the equity
theory. [23], [24]. Equity theory assumes that employees compare their input with the output. [25]-[27]. OJ focuses on all aspects of work
and includes the justice and fair treatment between employee and their supervisors, as well as the justice in pay, duties, training, and gender
equality, as well as justice in performance appraisal and workload. [28], [29]. Researchers indicated that there are various operationaliza-
tions of OJ, and they considered OJ to include three dimensions: distributive, procedural, and interactional justice. [30]-[32]. OJ has been
used in a few studies in the context of work attitude and outcome (Ismail et al., 2018). [33] Deployed the OJ theory to explain the effect of
OJ on project performance and client satisfaction. The OJ theory was also deployed to explain the effect of OJ on EP. [34], [35]. Therefore,
this study uses OJ theory to explain the effect of procedural, distributive, and interactional justice on EP.

[36] Developed JCM and stressed that work experiences strongly impact employee motivation. There are five essential characteristics of a
job that include work qualities, which are skill diversity, task identity, task importance, autonomy, and feedback. These traits influence job
satisfaction, absenteeism, and work motivation by affecting perceived meaningfulness, accountability for outcomes, and awareness of real
results. [37] and [38] Have extensively studied the influence of job design on employee outcomes, repeatedly finding a substantial corre-
lation between well-defined work features and EP. [36] Recommended utilizing JS to solve job design concerns, illustrating how JCM
might improve organizational performance. Finding fit between employees and JS can lead to placing the right employee in the right
position. [39]. Clear JS improves employee engagement, satisfaction, and performance by offering a disciplined framework for reviewing
and enhancing job responsibilities. [40]-[42]. This study uses the JCM to explain the moderating role of JS between OJ and EP.

2.2. Employee performance

EP is important for organizations for several reasons. It is critical because it can contribute directly to the organizational performance, and
it is also important because management of human resources can use it as a criterion to assess pay, promotion, and awards. [43], [44].
Employee effort and ability result in actions related to creating products and services and accomplishing organizational objectives. Task
performance involves job-specific duties, whereas contextual performance improves organizational success. [45], [46]. EP is defined by
the quality and amount of work, obligations, responsibilities, and results tied to an organization’s objective. EP measurement expanded
beyond output amount to quality, efficiency, and effectiveness. Measurement of EP includes unidimensional and multidimensional. Mul-
tidimensional metrics include quality, timeliness, effectiveness, independence, and job dedication. [47]. This research uses [48] and [49]
Measurement to assess EP using a multidimensional measurement.

2.3. Job suitability

The core function of HRM is to assign the right employee to the right job. [50]. Therefore, JS is critical for enhancing the performance of
employees. [51]. Organizations, particularly those in the public sector of developing nations, struggle with JS. [15]. Poor job fit can lower
productivity, job satisfaction, organizational efficiency, and increase turnover. [51]. Understanding work needs and staff competencies is
essential to reducing mismatches between job duties and personnel capabilities. This mismatch can confuse, demotivate, and underperform
staff by assigning unprepared duties. [39]. Lack of ongoing training and development lowers JS. Even well-matched staff might become
unsuitable without frequent training. [52]. Therefore, creating a fit between the job requirement, specification, and description, as well as
the capability of employees in terms of education, qualification, skills, and experience, can enhance the EP. This study examines the
moderating role of JS.

2.4. Organizational justice

0Ol includes workers' views of workplace fairness in processes, interactions, and results. [9], [53]. These beliefs strongly impact employee
behaviour, attitudes, and organizational performance. [54]. OJ involves distributive, procedural, and interactional justice. Distributive jus-
tice compares inputs and outcomes among peers to allocate resources fairly. Management-focused procedural justice investigates decision-
making fairness. [55]. The third component, interactional justice, promotes management interaction with employees. It includes respect
and decency, and proper explanations. [56]. Adam's Equity theory states that perceived justice motivates and improves productivity and
work attitudes. [57]. In contrast, unfairness demotivates and undermines workplace performance [55]. OJ is examined in this study using
three dimensions that include procedural, distributive, and interactional justice. Although a substantial body of evidence supports the
positive link between organizational justice and employee performance, the literature also presents conflicting results. For instance, [9]
found no significant association between certain dimensions of OJ and performance, suggesting that contextual factors such as cultural
norms, sectoral differences, and job role expectations may weaken or nullify the effect. These inconsistencies underscore the need to
examine OJ in underexplored contexts, such as the Omani public sector, where institutional structures and employee expectations may
differ from those in the private sector or Western economies.

2.5. Conceptual framework and hypotheses

Based on the theories of JCM and OJ, as well as a review of existing frameworks in the literature, this study proposes that the effects of
procedural, distributive, and interactional justice on EP are positive and significant. The study also proposes that JS moderates positively
the effect of procedural, distributive, and interactional justice on EP. Figure 1 shows the conceptual framework. The conceptual framework
in Figure 1 illustrates the relationships between procedural justice, distributive justice, and interactional justice with employee performance,
and the moderating role of job suitability. Adapted from Organizational Justice Theory and the Job Characteristics Model.



International Journal of Accounting and Economics Studies 365

4 \

Procedural Justice

Employee Performance
Distributive Justice

Interactional Justice

|\ J
Job Suitability

Fig. 1: Conceptual Framework.

2.5.1. Organizational justice and EP

Procedural justice is the fairness of decision-making procedures. [58]. Employee satisfaction and performance improve when they believe
their organization’s procedures and processes are fair. [59]. Fair processes assess workers' contributions and distribute promotions, incen-
tives, and other advantages equally. [60]. When processes seem fair, confidence in the organization and dedication grow, leading to greater
performance. [61], [62]. Fair methods, including transparent processes, increase procedural justice and performance. [63]. Therefore, it is
proposed that a positive link exists between procedural justice and EP.

H1: Procedural justice has a positive impact on EP.

Distributive justice refers to the perceived fairness of employee results and incentives. [64]. Employees who feel that incentives, salary,
and recognition are fair and based on their efforts perform better [65]. Distributive justice addresses the issue of resource equality, which
in turn impacts employee morale and work satisfaction. [66]. Distributive justice enhances performance because workers feel respected
and fairly compensated. [9], [67]. Research repeatedly shows that distributive fairness improves performance. Fair compensation and re-
source allocation boost employee engagement and productivity. [9], [62]. Thus, in this study, the following is proposed:

H2: Distributive justice has a positive impact on EP.

Respect, dignity, and sufficient information from supervisors and managers are examples of interactional justice. [60]. Fair and honest
communication fosters workers' perceptions of justice. [58]. Interactional justice fosters a respectful and valued workplace, enhancing job
satisfaction and performance. Respect and clear explanations for decisions help increase trust in leaders and enhance EP. [67], [68]. Inter-
actional justice enhances performance because courteous and honest supervisor communication fosters trust and improves performance.
[67], [68]. Therefore, the following is proposed:

H3: Interactional justice has a positive impact on EP.

2.5.2 JS as a moderator

Several studies have investigated the impact of JS on EP, yielding conflicting results. JS affected work attitude, employee behaviour, job
satisfaction, and organizational commitment. [52], [69], [70]Positively. JS positively affected the EP. Limited studies examined the mod-
erating role of JS between variables. For instance, [71] Found that JS moderated the effect of life satisfaction and organizational commit-
ment. Therefore, in this study, JS is proposed as a moderating variable.

H4: JS moderates the effect of procedural justice on EP.

H5: JS moderates the effect of distributive justice on EP.

H6: JS moderates the effect of interactional justice on EP.

3. Methodology

This research employed positivism, which emphasizes the collection and analysis of quantitative data before drawing generalizations. This
research uses deductive reasoning. The population of this study consists of Oman's public sector employees. This study exclusively includes
government servants from five ministries that provide services to citizens in Oman. The number of employees in these five ministries is
106,102, which constitutes the population of this study. Stratified random sampling is used. This is because there are differences in the
number of employees in each ministry. We used the Slovin technique to determine the sample size. This procedure yields 399 samples. To
prevent poor response rates and eliminate missing data and outliers, [72] Advised doubling the sample. This research has 798 samples
(399%2).

This research collected the data using a questionnaire. JS measurement was adopted from previous studies. [73]-[75]. The measurement
of EP was adopted from Tabouli et al. (2016) and Arinanye (2015). OJ encompasses procedural, distributive, and interactional justice, and
it was adopted from El¢i et al. (2015)The following source. Back-to-back translation was used to translate the questionnaire into Arabic,
and it was validated by seven experts. A pilot study was conducted, and all the measurements have a reliable Cronbach’s Alpha above 0.70.
Five ministries received 798 questionnaires. In total, 432 responses were collected. No missing values were reported, and 12 responses
were deleted due to outliers. This yields 420 valid responses. No multicollinearity or normality issues were reported.

4. Findings

4.1. Descriptive statistics of respondents

A total of 420 public sector employees participated in this study. The highest percentage of 54.8% is females, while males accounted for
45.2%. Most of the respondents had bachelor's degrees (56.9%), while a lesser minority had master's (20.3%), PhDs (5.2%), or high school
diplomas (6.4%). The Ministry of Education (62.9%) employed most of the respondents, followed by the Ministry of Health (26.2%). The
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Ministries of Labour (4.5%), Housing and Urban Planning (4.3%), and Commerce and Industry (2.1%) reported lower percentages. The
respondents are mainly staff or subordinate workers (69.8%), heads of departments (19.3%), deputy managers (4.5%), and managers (6.4%).
The highest percentage of respondents, 46.7% had over 17 years of experience, followed by 11 to 16 years (29.5%), five years of experience
(6.4%), and five to 10 years (17.4%).

4.2. Measurement model

Table 1 summarizes statistical measures needed to assess measurement model reliability and validity. Cronbach's Alpha (CA) and Com-
posite Reliability (CR) reveal measurement item internal consistency. CA values, around 0.9, indicate strong item internal consistency. CR
shows good internal reliability above 0.70, indicating that the reliability is high. Average variance extracted (AVE) is a key indication of
convergent validity, showing how much latent constructs explain variation in measured variables. The AVE values, which range from 0.55
to 0.80, show that latent constructs explain a significant part of observed variable variation. It suggests strong convergent validity in the
measurement model. Following the suggestions of [77], Heterotrait-Monotrait Ratio (HTMT) was used to examine discriminant validity.
HTMT evaluates model constructions' uniqueness. It compares construct correlations with AVE square roots. Discriminant validity is often
acceptable below 0.85 [77], suggesting significant concept differentiation.

Table 1: Evaluation of Measurement Model

Variable CA CR AVE DJ EP 1 IS PJ
DJ 0.847 0.859 0.552 -

EP 0.952 0.958 0.554 0.213

1) 0.937 0.952 0.799 0.516 0.647

JS 0.934 0.942 0.558 0.563 0.674 0.765

PJ 0.889 0.922 0.749 0.404 0.648 0.774 0.681 -

Note: DJ: Distributive justice, EP: Employee performance, 1J: Interactional justice, JS: Job suitability, PJ: Procedural Justice.

4.3. Structural model

The structural model yielded an R-squared value of 0.553, as illustrated in Figure 2. This implies that 55.3% of the variation in EP can be
explained using OJ and JS. In addition, the F-square showed an acceptable value, except for two paths related to the moderating effect of
JS on the relationship between procedural and interactional justice, and EP. Figure 1 shows the structural model. Figure 2 presents a

structural model showing standardized path coefficients () and significance levels (p < 0.05). Solid lines represent direct relationships;
dashed lines represent moderating effect relationships. R* = 0.553 indicates that 55.3% of the variance in employee performance is ex-

plained by the model.

Procedural Justice 0214(0.000)

e,‘ 0144 (0.027)

).105
Distributive Justice

Employee Performance

Job Suitability

Fig. 2: Structural Model of the Study.

Interactional Justice

Based on Figure 2, the results of hypothesis testing are given in Table 2. Hypothesis testing reveals organizational elements that affect EP.
Path coefficients (B), standard deviation (Std.), t-values (T), and p-values (P) indicate connection significance and directionality.

Table 2: Results of Hypothesis Testing

Path B Std. T P Label

Procedural Justice -> EP 0.214 0.051 4.189 0.000 Accepted
Distributive Justice -> EP 0.144 0.065 2.219 0.027 Accepted
Interactional Justice -> EP 0.221 0.064 3421 0.001 Accepted
JS x Procedural Justice -> EP -0.085 0.069 1.232 0.219 Rejected
JS x Distributive Justice -> EP 0.105 0.052 2.019 0.044 Accepted
JS x Interactional Justice -> EP -0.06 0.071 0.845 0.398 Rejected

A substantial positive link exists between procedural justice and EP (B =0.214, t=4.189, p <0.001). This suggests that justice in corporate
decision-making significantly impacts EP. This supports the research that procedural justice increases employee involvement and commit-
ment, improving performance. Distributive justice, which ensures fair allocation of resources and incentives, also significantly affects EP
(B=0.144,t=2.219, p = 0.027). This shows that perceived resource allocation fairness affects employee engagement and productivity.
Interactional justice also predicts EP (B = 0.221, t = 3.421, p = 0.001), highlighting the significance of interpersonal treatment and com-
munication. Interaction effects between JS and Justice dimensions are mixed. The clarity of JS moderates the effect of distributive fairness
on EP (B =0.105, t =2.019, p = 0.044), but the interaction effects of JS with procedural justice and interactional justice are negative and
insignificant. These results imply that JS accuracy can increase distributive fairness's impact on performance outcomes, but not procedural
or interactional fairness.
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5. Discussion and Implications

0l is a key aspect of employee effectiveness. Procedural, distributive, and interactional justice positively affect EP, echoing past research
across industries. [9], [62], [67]. These findings demonstrate the general relevance of justice in organizational decision-making, resource
allocation, and interpersonal treatment. The findings are in line with the OJ theory, which suggests that OJ has an essential role in employee
behaviour and attitude. [23], [24]. The study's examination of JS's moderating influence enriches the knowledge of OJ impacts. The inter-
actional impact of distributive justice is considerable, whereas the impact of procedural and interactional justice is not. This subtle conclu-
sion implies that JS precision can affect fairness judgments and EP. Accurate JS can enhance performance after fair resource allocation,
highlighting the importance of aligning organizational policies with fairness beliefs. [52], [69], [70]. However, the non-significant interac-
tion effects with procedural and interactional justice dimensions suggest that JS may not alleviate the harmful impacts of these injustices
on EP. These results align with prior literature and the theory of JCM. [37], [38].

The finding that job suitability moderates only the relationship between distributive justice and employee performance, but not procedural
or interactional justice, can be explained by the nature of fairness perceptions in resource allocation. In public sector contexts, employees
often view distributive fairness, such as equitable pay, workload, and promotions, as directly tied to their job roles and capabilities. When
job suitability is high, these distributive outcomes are perceived as more deserved and motivating, thus amplifying their positive effect on
performance. Conversely, procedural and interactional justice are influenced more by organizational processes and interpersonal conduct,
which may be less dependent on an employee’s fit to the job. This suggests that aligning job roles with employee competencies primarily
strengthens the fairness—performance link in tangible resource outcomes rather than in procedural or relational domains.

This study provides practical guidance for practitioners and policymakers seeking to enhance organizational productivity and employee
well-being in similar contexts by building upon past research and offering novel insights. This research discussed the direct effect of OJ
and the moderating role of JS in the public sector, particularly in Oman. Considering Oman's public sector, this study enhances OJ research.
It explores studies outside manufacturing, tourism, finance, and SMEs. This research adds to the OJ and JCM theories in the context of the
public sector. This study also addresses the absence of public sector JS studies, particularly in developing nations. The study of how JS
impacts public sector EP fills a major research gap. Different studies have shown different effects of JS on EP.

Beyond the organizational behaviour perspective, these findings have economic implications. Poor job suitability and perceived unfairness
can lead to higher turnover, reduced productivity, and increased recruitment and training costs. In contrast, ensuring high job suitability
and fairness in distributive outcomes can enhance operational efficiency, improve service delivery, and optimize the use of public funds.
In resource-constrained public sectors, these efficiency gains contribute directly to fiscal sustainability and better allocation of government
budgets.

The study's results can inform the organizational methods of developing countries to boost EP. This emphasizes the importance of justice
and transparency in decision-making, resource allocation, and respectful employee-management relations. To improve EP, organizations
should emphasize justice efforts. Organizations are recommended to match employees with their jobs in terms of qualifications, education,
skills, and capabilities. However, JS may not be sufficient to mitigate the effects of procedural or interactional inequalities on EP. Address-
ing these OJ features requires additional strategies. Organizations should emphasize accurate JS that represent distributive justice. Organ-
izational practices and culture should also support procedural, distributive, and interactional justice. The public sector of developing nations
must continuously evaluate and adapt organizational strategies to overcome inconsistencies between JS and justice aspects and optimize
performance.

6. Conclusion

This study was conducted in the Omani public sector. The study selected five ministries that are in direct contact with citizens, providing
education, healthcare, and other essential services. This research highlighted the role of JS, OJ, and public sector EP in Oman. Findings
indicated that procedural, distributive, and interactional justice are crucial for enhancing employee performance in the Omani public sector.
JS moderated only the effect of distributive justice on EP. Therefore, the findings of this study are limited to the Omani public sector and
cannot be generalized to other sectors or countries. The findings are also limited to the variables that are investigated in this study. To
enhance the generalizability of the findings, future studies can examine the effect of JS, OJ, and EP in different sectors, such as the private
sector. A comparison between two or more countries can be a direction of future work. This study is quantitative. Future studies could
conduct a qualitative study by interviewing the head of the department or supervisors in the public sector to gain a deeper understanding
of the role of OJ and JS in determining EP. Future studies are also recommended to conduct a focus group with five experts to better
understand the nature of EP in public organizations. In terms of variables, future studies can test the moderating effect of other variables
such as gender, experience, and education. Additional variables, such as leadership style and organizational commitment, can also be
included to predict the EP.

While the study is grounded in the Omani public sector context, the findings carry implications for broader human resource management
strategies and economic policy beyond national boundaries. From an HRM perspective, the demonstrated importance of aligning job roles
with employee capabilities, alongside fostering fairness in processes, resource allocation, and interpersonal interactions, offers a replicable
model for improving employee performance in both public and private sectors. Policymakers in other developing countries can adopt
similar justice-oriented frameworks to optimize human capital deployment, enhance employee engagement, and reduce inefficiencies,
thereby supporting national productivity goals.

At the economic policy level, embedding organizational justice principles into civil service reforms can contribute to better resource utili-
zation, cost containment, and sustainable service delivery, particularly in sectors where budgetary constraints are significant. The model
tested in this study can be adapted and evaluated across different cultural, institutional, and economic environments, enabling cross-country
comparisons that identify context-specific enablers and barriers. Such comparative research could strengthen the evidence base for global
HRM and governance practices aimed at improving organizational performance while promoting equity and fairness in the workplace.

References

[1] E. Swanson, S. Kim, S.-M. Lee, J.-J. Yang, and Y.-K. Lee, “The effect of leader competencies on knowledge sharing and job performance: Social
capital theory,” J. Hosp. Tour. Manag., vol. 42, pp. 88-96, 2020. https://doi.org/10.1016/j.jhtm.2019.11.004.
[2] R. Somani, “Public-Sector Productivity (Part 1),” World Bank, 2021. https://doi.org/10.1596/35165.


https://doi.org/10.1016/j.jhtm.2019.11.004
https://doi.org/10.1596/35165

368 International Journal of Accounting and Economics Studies

[3] N.Hayati and N. Aviana, “The Role of New Public Management (NPM) on the Relation of Government Internal Control System (SPIP) With Public
Organizational Performance,” in 7th Regional Accounting Conference (KRA 2020), 2021, pp. 88-97. https://doi.org/10.2991/aebmr.k.210416.012.

[4] S. Hensel, “Labor Management Relations in the Public Sector,” in Handbook of Research on Transforming Government, Nonprofits, and Healthcare
in a Post-Pandemic Era, IGI Global, 2023, pp. 150—164. https://doi.org/10.4018/978-1-6684-2314-1.ch007.

[51 H. Q. Tran and N. T. B. Pham, “Organizational learning as a moderator of the effect of employee participation on academic results: An empirical
study in Vietnam,” Learn. Organ, 2018. https://doi.org/10.1108/TLO-03-2018-0040.

[6] A. Parven and A. G. Awan, “Effect of organizational justice, job satisfaction, and trust on managers on employee performance,” Glob. J. Manag.
Soc. Sci. Humanit., vol. 4, no. 2, pp. 259-279, 2018.

[7]1 D. C. P. Aditya, “Leadership, organizational culture, organizational justice on organizational commitments and employee performance contract in
private hospitals,” J. Manaj. Bisnis, vol. 16, no. 3, pp. 151-166, 2019. https://doi.org/10.38043/jmb.v16i3.2238.

[8] L U.Khan, M. M. Saleem, and M. Idris, “Impact of organizational justice dimensions of employees' performance in higher educational context,” Res.
J. Soc. Sci. Econ. Rev., vol. 1, no. 3, pp. 36-44, 2020. https://doi.org/10.36902/rjsser-voll-iss3-2020(36-44).

[9] F. Kalay, “The Impact of Organizational Justice on Employee Performance: A Survey in Turkey and Turkish Context,” Int. J. Hum. Resour. Stud.,
vol. 6, no. 1, p. 1, 2016. https://doi.org/10.5296/ijhrs.v611.8854.

[10] S. Pattnaik and S. K. Tripathy, “A Review of Inconsistencies in the Organizational Justice and Employee Performance Relationship: Can
Organizational Identification Bridge the Gap?” South Asian J. Manag., vol. 25, no. 1, pp. 1-25, 2018.

[11] H. F. Gadelrab et al., “Organizational justice in Arab Countries: Investigation of the measurement and structural invariance,” Cross-Cultural Res.,
vol. 54, no. 1, pp. 3-27, 2020. https://doi.org/10.1177/1069397118815099.

[12] K. Raju and S. Banerjee, “A Study on Job Description and its Effect on Employee Performance: Case of Some Selected Manufacturing Organizations
in the City of Pune, India,” Int. J. Latest Technol. Eng. Manag. Appl!. Sci., vol. VI, no. 11, pp. 2278-2540, 2017.

[13] M. M. Alnaim and M. A. Almujtaba, “The Role of Job Description in the Evaluation of Performance of Higher Education Institution Employees : A
Case Study of University of Gezira, Sudan,” Aljazeera Univ. J., vol. 5, no. 1, 2018.

[14] A. S. H. Fadhil, “Strategic human resource management and organisational performance : an empirical examination of the relationship between high-
performance work systems and customer satisfaction in the Sultanate of Oman,” Brunel University London, 2019.

[15] X. Hu, Y. Cheng, Z. Zheng, Y. Wang, X. Chi, and H. Zhu, “BOSS: A Bilateral Occupational-Suitability-Aware Recommender System for Online
Recruitment,” in Proceedings of the 29th ACM SIGKDD Conference on Knowledge Discovery and Data Mining, 2023, pp. 4146-4155.
https://doi.org/10.1145/3580305.3599783.

[16] S. Sinniah, C. Subramaniam, J. B. Johari, Z. Rawshdeh, and M. F. B. M. Salleh, “Role Clarity’s Impact On The Relationship Between Human
Resources Practices And Intention To Leave, An Empirical Study Among Call Centre Personnel,” J. Reatt. Ther. Dev. Divers., vol. 6, no. 10s (2),
pp. 1592-1604, 2023.

[17] M. Z. Islam and M. R. Amin, “Succession Planning and Organizational Success: A Study on Mobile Phone Operators in Bangladesh,” Islam. Univ.
Stud., vol. 3, no. 1, 2019.

[18] A. Albalushi, A. Zaidan, F. A. Bin Abdul Khadir, and M. Bin Yusof, “Competency Management in the Context of Omani Civil Service Reform &
Development,” Int. Bus. Res., vol. 12, no. 4, pp. 76—89, 2019. https://doi.org/10.5539/ibr.v12n4p76.

[19] S. O. Ugheoke, “Organizational culture and employee performance: the moderation effect of transformational leadership style,” Acad. J. Bus. Soc.
Sci., vol. 3, no. 1, pp. 1-26, 2019.

[20] G. Schwarz, “Transformational leadership and job performance: The role of organizational identification,” Palgrave Handb. Leadersh. Transform.
Asia, pp. 519-539, 2017. https://doi.org/10.1057/978-1-137-57940-9_28.

[21] R. K. Pradhan and L. K. Jena, “Employee Performance at Workplace: Conceptual Model and Empirical Validation,” Bus. Perspect. Res., vol. 5, no.
1, pp. 69-85, 2017. https://doi.org/10.1177/2278533716671630.

[22] M. M. Khtatbeh, A. S. B. Mahomed, S. bin Ab Rahman, and R. Mohamed, “The mediating role of procedural justice on the relationship between job
analysis and employee performance in Jordan Industrial Estates,” Heliyon, vol. 6, no. 10, p. e04973, 2020.
https://doi.org/10.1016/j.heliyon.2020.04973.

[23] M. Lavanchy, P. Reichert, J. Narayanan, and K. Savani, “Applicants’ Fairness Perceptions of Algorithm-Driven Hiring Procedures,” J. Bus. Ethics,
pp. 1-26, 2023. https://doi.org/10.1007/s10551-022-05320-w.

[24] L. Schulze, M. Trenz, Z. Cai, and C.-W. Tan, “Fairness in Algorithmic Management: How Practices Promote Fairness and Redress Unfairness on
Digital Labor Platforms,” 2023. https://doi.org/10.24251/HICSS.2023.024.

[25] S. Lee, S. L. Kim, and S. Yun, “A moderated mediation model of the relationship between abusive supervision and knowledge sharing,” Leadersh.
0., no. September, pp. 1-15, 2017.

[26] T. W. H. Ng, “Transformational leadership and performance outcomes: Analyses of multiple mediation pathways,” Leadersh. Q., vol. 28, no. 3, pp.
385417, 2017. https://doi.org/10.1016/j.leaqua.2016.11.008.

[27] M. M. Adeel, H. G. A. Khan, N. Zafar, and S. T. Rizvi, “Passive leadership and its relationship with organizational justice: Verifying mediating role
of affect-based trust,” J. Manag. Dev., vol. 37, no. 2, pp. 212-223, 2018. https://doi.org/10.1108/JIMD-05-2017-0187.

[28] Y. Lee, J.-Y. Q. Li, and W.-H. S. Tsai, “The Role of Strategic Internal Communication in Workplace Discrimination: A Perspective of Racial
Minority Employees,” Int. J. Strateg. Commun., pp. 1-23, 2021. https://doi.org/10.1080/1553118X.2020.1855591.

[29] A. A.Maiyakiand L. M. Yaro, “Mediating Effect of Organizational Justice on The Relationship Between Job Satisfaction and Performance Appraisal:
A Pilot Study,” Int. J. Manag. Sci. Entrep, vol. 19, 2020.

[30] P. K. Sharma and R. Kumra, “Relationship between workplace spirituality, organizational justice and mental health: mediation role of employee
engagement,” J. Adv. Manag. Res., 2020. https://doi.org/10.1108/JAMR-01-2020-0007.

[31] S. E. Wolfe and S. G. Lawson, “The organizational justice effect among criminal justice employees: A meta-analysis,” Criminology, vol. 58, no. 4,
pp. 619644, 2020. https://doi.org/10.1111/1745-9125.12251.

[32] D. Pimentel, J. S. Pires, and P. L. Almeida, “Perceptions of organizational justice and commitment of non-family employees in family and non-
family firms,” Int. J. Organ. Theory Behav., 2020. https://doi.org/10.1108/1JOTB-07-2019-0082.

[33] C. Unterhitzenberger and D. J. Bryde, “Organizational Justice, Project Performance, and the Mediating Effects of Key Success Factors,” Proj. Manag.
J., vol. 50, no. 1, pp. 57-70, 2019. https://doi.org/10.1177/8756972818808984.

[34] N. Sembiring, U. Nimran, E. S. Astuti, and H. N. Utami, “The effects of emotional intelligence and organizational justice on job satisfaction, caring
climate, and criminal investigation officers’ performance,” Int. J. Organ. Anal., vol. 28, no. 5, pp. 1113—-1130, 2020. https://doi.org/10.1108/IJOA-
10-2019-1908.

[35] C. jun Li, K. K. Chang, and S. M. Ou, “The relationship between hotel staff’s organizational justice perception, relationship quality and job
performance,” Cogent Soc. Sci., vol. 6, no. 1, 2020. https://doi.org/10.1080/23311886.2020.1739953.

[36] J. R. Hackman and G. R. Oldham, “Motivation through the design of work: test of a theory,” Organ. Behav. Hum. Perform., vol. 16, no. 2, pp. 250—
279, 1976. https://doi.org/10.1016/0030-5073(76)90016-7.

[37] D. Carpenter, D. K. Young, and A. McLeod Michele, “IT career counseling: are occupational congruence and the job characteristics model effective
at predicting IT job satisfaction?,” J. Inf. Syst. Educ., vol. 29, no. 4, pp. 225-238, 2018.

[38] J. Osterberg and L. Rydstedt, “Job satisfaction among Swedish soldiers: Applying the job characteristics model to newly recruited military personnel,”
Mil. Psychol., vol. 30, no. 4, pp. 302-310, 2018. https://doi.org/10.1080/08995605.2018.1425585

[39] S. B. Roh and J. R. Kim, “The individual-organizational suitability and individual-job suitability of front-line public officials Effect on Job
Enthusiasm: Mediating Effect of Self-Efficacy,” J. Digit. Converg., vol. 19, no. 12, pp. 79-89, 2021.

[40] A. M. Saks, “Antecedents and consequences of employee engagement revisited,” J. Organ. Eff., vol. 6, no. 1, pp. 19-38, 2006.
https://doi.org/10.1108/JOEPP-06-2018-0034.


https://doi.org/10.2991/aebmr.k.210416.012
https://doi.org/10.4018/978-1-6684-2314-1.ch007
https://doi.org/10.1108/TLO-03-2018-0040
https://doi.org/10.38043/jmb.v16i3.2238
https://doi.org/10.36902/rjsser-vol1-iss3-2020(36-44)
https://doi.org/10.5296/ijhrs.v6i1.8854
https://doi.org/10.1177/1069397118815099
https://doi.org/10.1145/3580305.3599783
https://doi.org/10.5539/ibr.v12n4p76
https://doi.org/10.1057/978-1-137-57940-9_28
https://doi.org/10.1177/2278533716671630
https://doi.org/10.1016/j.heliyon.2020.e04973
https://doi.org/10.1007/s10551-022-05320-w
https://doi.org/10.24251/HICSS.2023.024
https://doi.org/10.1016/j.leaqua.2016.11.008
https://doi.org/10.1108/JMD-05-2017-0187
https://doi.org/10.1080/1553118X.2020.1855591
https://doi.org/10.1108/JAMR-01-2020-0007
https://doi.org/10.1111/1745-9125.12251
https://doi.org/10.1108/IJOTB-07-2019-0082
https://doi.org/10.1177/8756972818808984
https://doi.org/10.1108/IJOA-10-2019-1908
https://doi.org/10.1108/IJOA-10-2019-1908
https://doi.org/10.1080/23311886.2020.1739953
https://doi.org/10.1016/0030-5073(76)90016-7
https://doi.org/10.1080/08995605.2018.1425585
https://doi.org/10.1108/JOEPP-06-2018-0034

International Journal of Accounting and Economics Studies 369

[41] M. A. Nduta, “Effect of Job Description on Employee Performance At the Ministry of Water and Irrigation,” Univ. Nairobi, pp. 1-56, 2017.

[42] S. Layne, “Job Descriptions as a Feedback Tool : A Quantitative Study to Improve Performance Appraisal Practices,” no. June, 2019.

[43] S. A. S. M. AL Rawas and M. D. Jantan, “The moderating effect of leadership style on the relationship between job description and employee
performance in the Omani public sector,” Cogent Bus. Manag., vol. 10, no. 3, 2023. https://doi.org/10.1080/23311975.2023.2288362.

[44] S. A. S. M. AL Rawas and M. D. Jantan, “The Effect of Job Description on Employee Performance of Omani Public Sector: Mediating Role of
Organizational Justice,” Tech. Bus. Manag., vol. 2, no. 3, pp. 159-175, 2022. https://doi.org/10.47577/business.v2i3.8186.

[45] S. N. M. Rady, “The role of human resources management in increasing the performance level of employees (An analytical study),” Turkish J.
Comput. Math. Educ., vol. 12, no. 13, pp. 839-845,2021.

[46] U. Udin and A. YUNIAWAN, “Psychological capital, personality traits of big-five, organizational citizenship behavior, and task performance:
Testing their relationships,” J. Asian Financ. Econ. Bus., vol. 7, no. 9, pp. 781-790, 2020. https://doi.org/10.13106/jafeb.2020.vol7.n09.781.

[47] 1. Namusisi, “Capacity Development and Employee Performance in Insurance Companies in Uganda: A Case of UAP Insurance Kampala.” Uganda
Management Institute, 2019.

[48] R. T. Arinanye, “Organizational Factors Affecting Employee Performance At the,” Uganda Technology and Management Univeristy, 2015.

[49] E. M. A. Tabouli, N. A. Habtoor, and M. Nashief S., “The impact of human resources management on employee performance: Organizational
commitment mediator variable,” Asian Soc. Sci., vol. 12, no. 9, pp. 176-192, 2016. https://doi.org/10.5539/ass.v12n9p176.

[50] S. O. Mokaya, J. L. Musau, J. Wagoki, and K. Karanja, “Effects of Organizational Work Conditions on Employee Job Satisfaction in the Hotel
Industry in Kenya,” Int. J. Arts Commer. Int. J. Arts Commer. ISSN, vol. 2, no. 2, pp. 1929-7106, 2013.

[51] S. K. Johnson, K. E. Podratz, R. L. Dipboye, and E. Gibbons, “Physical attractiveness biases in ratings of employment suitability: Tracking down
the ‘beauty is beastly’ effect,” J. Soc. Psychol., vol. 150, no. 3, pp. 301-318, 2010. https://doi.org/10.1080/00224540903365414.

[52] A. Alnsseraat and S. A. Samikon, “Impact of Employee Oriented Managerial Practices on the Performance Management System—Mediation of
Employees Behaviour,” Spec. Ugdym., vol. 2, no. 43, pp. 626-636, 2022.

[53] T. S. Suifan, H. Diab, and A. B. Abdallah, “Does organizational justice affect turnover-intention in a developing country? The mediating role of job
satisfaction and organizational commitment,” J. Manag. Dev., vol. 36, no. 9, pp. 11371148, 2017. https://doi.org/10.1108/IMD-02-2017-0048.

[54] S. M. Deepa, “Job Characteristics and Organizational Justices as Predictors of Employee Engagement.,” J. Contemp. Res. Manag., vol. 13, no. 3,
2018.

[55] T. F. Yean and A. A. Yusof, “Organizational Justice: A Conceptual Discussion,” Procedia - Soc. Behav. Sci., 2016.
https://doi.org/10.1016/j.sbspro.2016.05.082.

[56] L. Huong, C. Zheng, Y. Fujimoto, and H. Le, “Inclusion, organisational justice and employee well-being,” Int. J. Manpow. Iss Int. J. Organ. Anal.
Iss Pers. Rev., vol. 37, no. 4, pp. 945-964, 2016. https://doi.org/10.1108/IJM-12-2015-0212.

[57] O. Aldarmaki and N. binti Kasim, “Organizational Justice and Turnover Intention: The Mediating Role of Quality of Working Life,” 2019.

[58] K. Reed, M. Wagner, S. Tizpaz-Niari, and A. Trivedi, “Experts, commercial software, and the internal revenue service: American taxpayer
perceptions of trust and procedural justice.,” Law Hum. Behav., 2025. https://doi.org/10.1037/Ihb0000600.

[59] M. S. Hosain, M. Bin Amin, G. C. Debnath, and M. A. Rahaman, “The utilization of Artificial Intelligence (Al) for the hiring process: Job applicants’
perceptions of procedural justice,” Comput. Hum. Behav. Reports, p. 100713, 2025. https://doi.org/10.1016/j.chbr.2025.100713.

[60] S. Shejale et al., “Participation as a pathway to procedural justice: A review of energy initiatives across eight European countries,” Energy Res. Soc.
Sci., vol. 122, p. 103982, 2025. https://doi.org/10.1016/j.erss.2025.103982.

[61] H. A. Rivai, D. Y. Reza, and H. Lukito, “Distributive justice, job satisfaction and organizational commitment as antecedents of employee performance:
a study in Indonesia national health insurance workers,” in 2019 International Conference on Organizational Innovation (ICOI 2019), 2019, pp.
670-676. https://doi.org/10.2991/ic0i-19.2019.117.

[62] N. K. A. Trisnawati, I. K. Ardana, and I. G. M. Suwandana, “The effect of organizational justice, organizational commitment and job satisfaction on
employees organizational citizenship behavior,” Am. J. Humanit. Soc. Sci. Res., vol. 4, no. 8, pp. 371-378, 2020.

[63] F. Fesharaki and S. Sehhat, “Islamic human resource management (iHRM) enhancing organizational justice and employees’ commitment: Case of a
Qard al-Hasan bank in Iran,” J. Islam. Mark., vol. 9, no. 1, pp. 204-218, 2018. https://doi.org/10.1108/JIMA-03-2017-0029.

[64] M. Kaufmann and S. Veenman, “Distributive justice discourses, time and futures: a social media discourse analysis of the loss and damages debate,”
Env. Polit., pp. 1-20, 2025. https://doi.org/10.1080/09644016.2024.2437881.

[65] J.-B. Jarin, “Comparing electricity policies between the primary and tertiary needs: the need for distributive justice within the energy transition,”
Clim. Policy, pp. 1-10, 2025. https://doi.org/10.1080/14693062.2025.2467968.

[66] L. Mark, K. Holec, and T. Escher, “Socio-spatial justice through public participation? A mixed-methods analysis of distributive justice in a
consultative transport planning process in Germany,” Case Stud. Transp. Policy, p. 101467, 2025. https://doi.org/10.1016/j.cstp.2025.101467.

[67] A. R. Ahmad and A. S. Jameel, “Effect of organizational justice dimensions on performance of academic staff in developing countries,” Ann. Rom.
Soc. Cell Biol., vol. 25, no. 3, pp. 259-270, 2021.

[68] M. Hanif and S. Endang, “The influences of transformational leadership, organizational justice, trust, and organizational commitment toward
employee performance,” Russ. J. Agric. Socio-Economic Sci., vol. 82, no. 10, 2018. https://doi.org/10.18551/rjoas.2018-10.13.

[69] J.-H. Do, E.-Y. Yoo, M.-Y. Jung, J.-H. Park, I. Hong, and S. Lee, “Predictive factors associated with trajectory of job satisfaction of workers with
physical disabilities: A latent growth curve analysis,” Work, vol. 75, no. 2, pp. 625-637, 2023. https://doi.org/10.3233/WOR-220026.

[70] M.-K. Lee, “An analysis of structural model for graduates on the influencing factors of job suitability and job satisfaction,” Manag. Inf. Syst. Rev.,
vol. 29, no. 4, pp. 245-266, 2010. https://doi.org/10.29214/damis.2010.29.4.013.

[71] K. Cheon-gyu and B. Yoon, “The Effect of Labor Union on Organizational Commitment Mediated by Life Satisfaction : The Mediating Effect of
Life Satisfaction Moderated by Job Suitability,” J. Korea Contents Assoc., vol. 23, no. 10, pp. 381-396, 2023.
https://doi.org/10.5392/JKCA.2023.23.10.381.

[72] S. A. Hassan and R. Ghazali, Conducting Quantitative Research, 1st ed. Bangi - Selangor, Malaysia, 2012.

[73] E. Yeboah, “Effect of Employee Job Description on Their Work Performance: The Case of the National Health Insurance Authority,” Univ. Ghana.
Obtenido http//ugspace. ug. edu. gh/handle/123456789/30682,2019.

[74] R. S. Mauliadiani, E. Siahaan, and R. H. Harahap, “The Influence of Job Description and Leadership on the Employees’ Work Effectiveness at the
Sanitation and Landscaping Agency of Medan with Supervision as Moderating Variable,” Int. J. Res. Rev., vol. 6, no. 8, pp. 478-493, 2019.

[75] S. Pattisahusiwa, “Pengaruh job description dan job specification terhadap kinerja proses,” AKUNTABEL, vol. 10, no. 1, 2013.

[76] M. El¢i, M. E. Karabay, and B. Akyiiz, “Investigating the Mediating Effect of Ethical Climate on Organizational Justice and Burnout: A Study on
Financial Sector,” Procedia - Soc. Behav. Sci., vol. 207, pp. 587-597, 2015. https://doi.org/10.1016/j.sbspro.2015.10.130.

[77] J. Hair, J. F. Hair Jr, M. Sarstedt, C. M. Ringle, and S. P. Gudergan, Advanced issues in partial least squares structural equation modeling. saGe
publications, 2023.


https://doi.org/10.1080/23311975.2023.2288362
https://doi.org/10.47577/business.v2i3.8186
https://doi.org/10.13106/jafeb.2020.vol7.no9.781
https://doi.org/10.5539/ass.v12n9p176
https://doi.org/10.1080/00224540903365414
https://doi.org/10.1108/JMD-02-2017-0048
https://doi.org/10.1016/j.sbspro.2016.05.082
https://doi.org/10.1108/IJM-12-2015-0212
https://doi.org/10.1037/lhb0000600
https://doi.org/10.1016/j.chbr.2025.100713
https://doi.org/10.1016/j.erss.2025.103982
https://doi.org/10.2991/icoi-19.2019.117
https://doi.org/10.1108/JIMA-03-2017-0029
https://doi.org/10.1080/09644016.2024.2437881
https://doi.org/10.1080/14693062.2025.2467968
https://doi.org/10.1016/j.cstp.2025.101467
https://doi.org/10.18551/rjoas.2018-10.13
https://doi.org/10.3233/WOR-220026
https://doi.org/10.29214/damis.2010.29.4.013
https://doi.org/10.5392/JKCA.2023.23.10.381
https://doi.org/10.1016/j.sbspro.2015.10.130

