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ABSTRACT
With job satisfaction acting as a mediating variable, this study examines the relationship between organizational justice more especially distributive, procedural, and interactional justice and organizational productivity. The study used a descriptive and explanatory design and used AC Drugs Ltd., Emene, Enugu as a case study. Structured questionnaires were used to gather data from 129 employees in a variety of departments, and multiple regression analysis, descriptive statistics, and Pearson's correlation were used for analysis. The main conclusions showed that although people had a favorable opinion of organizational justice, especially interactional justice (mean = 3.84), it had no discernible effect on organizational productivity. Furthermore, despite being moderately high (mean = 3.71), job satisfaction did not significantly mediate the relationship between productivity and organizational justice. According to these findings, productivity outcomes in technical sectors like pharmaceuticals might not be directly impacted by organizational justice alone. Equity theory, procedural justice theory, interactional justice theory, organizational justice theory, and social exchange theory served as the study's foundations. In its conclusion, it suggests a more comprehensive focus on performance drivers, such as leadership, operational systems, and engagement strategies, in addition to fairness.


i

CHAPTER ONE 
INTRODUCTION
1.1 Background of the Study
Organizational justice, a key concept in organizational behavior and management, it refers to the employees perceptions of fairness in their workplace regarding interactions, decisions, and outcomes. Employee attitudes, behaviours, and overall organizational productivity are all significantly influenced by the concept of organizational justice. Rahman et al. (2015) state that organizational justice is crucial in determining organizational commitment and job satisfaction, two factors that are critical contributors to productivity. Employees show higher levels of motivation, trust, and confidence when they believe that the workplace is fair, all of which eventually improve organizational performance.
According to Ajala (2015), distributive justice, procedural justice, and interactional justice are the three interrelated components that make up organizational justice. The context provided by these factors allows for the assessment of how fair employees believe their company to be. According to Colquitt et al. (2013), research has repeatedly shown that a lack of fairness in these areas can have negative effects like less productivity, higher turnover, and employee dissatisfaction.
The fair distribution of resources and incentives within an organization is referred to as distributive justice. This factor is especially important when workers are judging whether their contributions correspond with the rewards they receive, such as Salary, benefits, or promotions. Perceived fairness in distribution improves employee satisfaction and lowers turnover tendencies, according to Rahman et al. (2015). Ajala (2015) also found a positive correlation between distributive justice and employee commitment, indicating that fair compensation practices have a direct impact on workers' willingness to comply with the organization's goals. Distributive justice has a major impact on employee productivity by promoting a sense of equity and happiness, According to a study by Usmani & Jamal (2013). Employees are more likely to maintain high performance levels and show loyalty to the company when they believe that rewards correlate with their efforts. Additionally, Tremblay & Roussel (2015) stated that team members' collaborative efforts are encouraged by their perceptions of award fairness, which in turn improves overall productivity.
Procedural justice focuses on how fair the procedures are thought to be for determining outcomes. Fair procedures encourage trust, cooperation, and dedication among workers in manufacturing companies (Ajala, 2015). Consistent, objective decision-making procedures that include employee input are linked to procedural fairness, which boosts workers' feelings of inclusion and commitment to the company. Additionally, Rahman et al. (2015) revealed that companies with clear and uniform policies see increases in worker cooperation and satisfaction.  Kim and Beehr (2020) suggest that employee views of organizational legitimacy are significantly impacted by procedural justice. Workers are more likely to think of their company as reliable and trustworthy if they believe that the decision-making process is fair, which encourages more organizational citizenship actions. Furthermore, by promoting an atmosphere of mutual respect and trust, procedural justice reduces workplace conflicts and enhances employee engagement and performance (Aryee et al., 2016).
According to Rahman et al. (2015), interactional justice refers to how well workers are treated interpersonally across organizational procedures. This component highlights managers respect, dignity, and effective communication. Workers are more likely to feel appreciated and respected when they believe that interactions are fair, which boosts morale and productivity. Bies et al. (1996) went further and stated that employee perceptions of relationships at work are strongly impacted by interactional fairness. Employees form closer relationships with their colleagues and show a higher dedication to organizational objectives when managers communicate openly and treat them with respect. Additionally, Shapiro et al. (2019) showed that interactional justice increases employees' resilience, allowing them to adjust to changes and obstacles in the workplace more skillfully.
Organizational productivity is the measure of an organization’s effectiveness in transforming inputs, such as labor and resources, into valuable outputs. Ajala (2015) states that workers perceptions of workplace fairness have a significant impact on their productivity. Employees exhibit higher levels of dedication, reduced absences, and improved performance when they believe that justice is being served in all aspects. According to Rahman et al. (2015), organizational justice is essential to maintaining employee morale and boosting efficiency in the highly competitive pharmaceutical sector. Respectful communication, fair compensation, and transparent procedures all help create an atmosphere where workers are inspired to meet their personal and company objectives. Furthermore, a study conducted in the manufacturing sector by Zhang and Tu (2021) verified that organizational justice promotes team cohesion and individual productivity, which has a combined impact that raises overall organizational production.
In addition to being a theoretical concept, organizational justice is a useful instrument for raising productivity and promoting employee satisfaction. This study is to provide practical insights for enhancing organisational practices and results by analyzing its dimensions and impacts in a particular organization context, such as AC Drugs Ltd. Establishing fairness in the distributive, procedural, and interactional areas will foster a productive workplace that increases organizational effectiveness and encourages employee engagement.
1.2 Statement of the Problem 
Organizational justice has a significant impact on worker commitment, productivity, and satisfaction. Differences in fairness in resource allocation, interpersonal interactions, and decision-making processes are, however, ignored by numerous organizations. According to Rahman et al. (2015), when workers believe they are being treated unfairly in certain areas, their motivation, job satisfaction, and engagement, which eventually affects the performance of the company. Concerns regarding declining employee satisfaction and production efficiency have been raised, in response to complaints of perceived differences in management techniques, rewards programs, and communication channels. 
It has been shown that procedural justice, which emphasizes equity in decision-making procedures, improves organizational loyalty, trust, and teamwork (Ajala, 2015). However, inconsistent and allegedly biased practices might weaken employee confidence within the management, leading to feelings of exclusion and discontent. In the same way, preserving good working relationships depends heavily on interactional justice, which emphasizes respect and effective communication. Lack of respectful communication can result in emotions of neglect, resentment, and decreased commitment, all of which are harmful to productivity, according to studies by Rahman et al. (2015).
Employee perceptions of justice have a significant impact on organizational productivity, an essential metric. According to research by Majeed et al. (2015), professional interactions, adequate rewards, and clear processes have a big impact on worker motivation and productivity. The lack of fairness in the three areas of procedure, distribution, and interaction may be a factor in high employee turnover and low productivity levels. Creating a motivated workforce and guaranteeing long-term organizational performance require addressing these justice-related issues.
The relationship between distributive, procedural, and interactional organizational justice and organizational productivity at AC Drugs Ltd. is the problem that this study aims to address. The study will look at how workers' views of justice in these three areas affect their dedication to their jobs, job satisfaction, and, eventually, the productivity of the company. Developing solutions that support equity, boost employee morale, and increase organizational productivity at AC Drugs Ltd. requires an understanding.
1.3 Objective of Study
The main objective of this research is to examine how organizational justice, with focus on distributive, procedural, and interactional justice, impacts organizational productivity at AC Drugs Ltd. in Emene, Enugu.
Other objectives includes:
1. To assess the relationship between distributive justice and employee productivity at AC Drugs Ltd.
2. To evaluate the influence of procedural justice on employee trust and organizational commitment.
3. To determine the effect of interactional justice on workplace morale and employee engagement.
1.4 Research Questions
1. What is the relationship between distributive justice and employee productivity at AC Drugs Ltd?
2. How does procedural justice influence employee trust and organizational commitment at AC Drugs Ltd?
3. What effect does interactional justice have on workplace morale and employee engagement?
1.5 Hypotheses
H₀: There is no significant relationship between organizational justice (distributive, procedural, and interactional justice) and organizational productivity at AC Drugs Ltd, Emene, Enugu.
H1:  There is significant positive relationship between organizational justice (distributive, procedural, and interactional justice) and organizational productivity at AC Drugs Ltd, Emene, Enugu.
1.6 Significance of the Study
This study is important for a number of reasons. First, it advances knowledge of how organizational productivity may be impacted by views of workplace justice, particularly distributive, procedural, and interactional justice. This study offers important insights into the connection between organizational justice and employee conduct in the pharmaceutical industry by concentrating on AC Drugs Ltd. This is important because equitable treatment in the workplace has been associated with increased employee commitment, motivation, and satisfaction, all of which are critical factors that influence productivity. Furthermore, the findings of the research can help AC Drugs Ltd.'s human resource managers and supervisors in identifying areas where their management techniques need to be improved. Acquiring an understanding of how fairness promotes trust, teamwork, and performance can help make decisions more effectively and improve employee interactions, which will eventually create a more positive and productive work environment. Also the impacts of the study go beyond AC Drugs Ltd. The study makes useful recommendations that other firms, especially those in related industries, can implement. This study offers a framework for companies looking to increase organizational efficiency, lower staff turnover, and boost employee engagement by highlighting how organizational justice affects overall performance.
1.7 Scope of the Study 
The main objective of this study, is to examine the relationship between organizational productivity and organizational justice at AC Drugs Ltd., which is situated in Emene, Enugu. In particular, the study will look into how the three aspects of organizational justice , distributive, procedural, and interactional justice affect worker performance, commitment, and trust as well as overall business productivity. The study will only include management and non-management staff of AC Drugs Ltd., it will not include staff from other pharmaceutical companies or industries. To give a thorough understanding of how perceptions of fairness affect organizational productivity in this particular environment, data will be gathered through surveys and interviews.
1.8  Definition of Operational Terms 
i. Organizational justice: which is frequently separated into distributive, procedural, and interactional justice, refers to workers' opinions of fairness in organizational procedures, such as decision-making, reward distribution, and interpersonal treatment.
ii. Organizational Productivity: how effectively a company uses its resources, especially its human capital, to accomplish its goals and objectives.
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			Diagram 1. Relationship of the study’s variables
2.1.1 Organizational Justice
Organizational justice is a key concept in organizational behavior and management that refers to employees views of fairness in workplace policies, procedures, and interpersonal interactions. Perceptions can impact workplace outcomes such as job satisfaction, dedication, trust in leadership, and productivity (Rahman et al., 2015). Employees evaluate fairness using three criteria: how rewards and resources are dispersed (distributive justice), how decisions are made (procedural justice), and how they are treated in interpersonal interactions.
Research has shown that employees who feel justice in their work environment have higher motivation, job satisfaction, and organizational engagement, leading to improved performance (Majeed et al., 2015). Perceptions of injustice can lead to undesirable behaviors, including low morale, absenteeism, opposition to management choices, and even unproductive job behavior (Ghran et al., 2019).
Organizational justice is important not only for employee satisfaction, but also for overall organizational performance. Fair treatment builds trust in leadership, increases employee participation, and lowers workplace problems. Research indicates that justice perceptions impact both individual employee performance and collective organizational results, including teamwork, innovation, and operational efficiency (Yürür & Demir, 2022). In today's firms, when worker diversity and talent rivalry are expanding, justice impressions are more important than ever.
Historical Development of Organizational Justice
The study of organizational justice began in the 1960s with the establishment of Adams' (1965) Equity Theory, which proposed that employees compare their work efforts and rewards to those of their peers to evaluate fairness. This theory established the framework for distributive justice, which is still an important component of organizational justice today. In the 1980s, researchers such as Leventhal (1980) broadened the term by including procedural justice, emphasizing that fairness is about more than simply the outcomes, but also the processes that lead to them. In the 1990s, Bies and Moag (1986) introduced interactional justice, emphasizing the value of courteous and transparent communication between managers and employees. Over time, organizational justice research has expanded to include a variety of viewpoints, including psychological contract theory and social exchange theory. According to Shapiro et al. (2019), firms that prioritize justice foster positive attitudes and behaviors among employees, which leads to increased engagement and productivity.


Importance of organizational justice in organizations
i. Employee Commitment
Employees who perceive fairness and equity in the distribution of resources and decision-making are more likely to be committed to their organizations (Rahman et al., 2015)​.
ii. Job Satisfaction
Perceived fairness is positively correlates with job satisfaction, which leads to increased morale and lower turnover rates (Ajala, 2015)​.
iii. Employee Performance
Studies has shown that employees who perceive fairness are more engaged in their work and demonstrate higher productivity levels (Majeed et al., 2015)​.
iv. Reduced Workplace Conflicts 
Transparent and equitable decision-making reduces employee disagreements and promotes a healthy work environment (Yürür & Demir, 2022).
2.1.2 Components of Organizational Justice.
Distributive justice refers to employees' perceptions of fairness in reward and resource allocation, such as salary, promotions, and workload. Distributive justice is based on Adams' (1965) Equity Theory, which states that employees should evaluate their inputs (effort, skill, experience) to their rewards (pay, benefits, recognition) in comparison to others. Employees who perceive an imbalance in this exchange may experience dissatisfaction, low motivation, and decreased productivity (Ajala, 2015). Rahman et al. (2015) found that perceived inequities in reward distribution resulted in disengagement and high turnover rates.
Procedural justice is to ensure that an organization's decision-making processes are fair. Employees evaluate if the methods are consistent, unbiased, and transparent. Research indicates that employees who perceive procedural fairness are more likely to trust their organization, follow workplace regulations, and display commitment (Rahman et al., 2015). Fair decision-making, according to Leventhal's (1980) Procedural Justice Model, should be consistent, without bias, accurate, and take into account employee input. Ajala (2015) discovered that procedural justice increases job satisfaction by giving employees a sense of control over their work environment. Encouraging impartial and inclusive decision-making increases employee loyalty, reduces turnover, and boosts productivity.
Interactional justice refers to the quality of interpersonal treatment employees receive from their superiors and coworkers. This dimension emphasizes respect, dignity, and open communication in workplace interactions. According to Bies and Moag (1986), employees feel more engaged when their supervisors appreciate them as individuals and communicate openly and fairly.
2.1.3 Job Satisfaction
Job satisfaction is a key concept in organizational behavior and human resource management that refers to how satisfied and happy employees are in their jobs. According to Rahman et al. (2015), salaries, work environment, leadership style, job security, career growth possibilities, and organizational fairness all contribute to this multidimensional construct. Research shows job satisfaction has a major impact on employee productivity, dedication, and workplace behavior (Majeed et al., 2015).
Employees who are satisfied are more likely to be motivated, have lower absenteeism rates, and are more committed to the firm. On the other hand, dissatisfaction can result in disengagement, high turnover rates, and bad workplace behaviors such as lack of cooperation and poor job performance. Job satisfaction is vital in competitive businesses like pharmaceuticals, where staff morale and motivation directly affect production and operational efficiency (Al-Zu'bi, 2010).
Factors Influencing Job Satisfaction
Several factors influence employees' job satisfaction. These factors can be classified as intrinsic (connected to the job itself) or extrinsic (related to external conditions).
i. Compensation and Benefits 
Salary and financial incentives are significant factors influencing job satisfaction. According to Majeed et al. (2015), employees who feel appropriately compensated for their efforts are more likely to be content with their occupations. However, discontent with salary might result in low morale and increased turnover intentions.
ii. Work Environment
A positive and supportive work environment considerably increases job satisfaction. Workplace security, organizational culture, and connections with colleagues all have an impact on how employees see their jobs. Yürür and Demir (2022) found that employees who work in a respectful and inclusive atmosphere report higher levels of satisfaction.
iii. Leadership & Management Style
How managers and supervisors interact with their staff has a significant impact on job satisfaction. According to Rahman et al. (2015), clear communication, acknowledgment, and support from leaders lead to a more contented and engaged workforce.
iv. Career Growth and Development
Employees desire the possibilities for professional growth and advancement. Investing in training, promotions, and skill development makes employees feel appreciated and increases job satisfaction (Clay-Warner et al., 2005).
v. Job Security and Stability 
 Employees are more contented when they believe their jobs are steady and secure. High job insecurity, particularly in uncertain economic times, can cause stress, anxiety, and lower job satisfaction (Al-Zu'bi, 2010).
vi. Work-Life Balance 
Employees who are able to balance their professional and personal lives are more likely to be satisfied with their careers. Flexible work schedules and family-friendly policies can lead to increased employee satisfaction (Ghran et al., 2019).
Relationship Between Organizational Justice and Job Satisfaction
Organizational justice influences employees perception of fairness in the workplace, policies, and interpersonal relationships, which in turn shape job satisfaction. Employees assess fairness based on how rewards are allocated (distributive justice), decisions are made (procedural justice), and how supervisors and colleagues treat them (interactional justice). Employees who sense justice in these areas are more likely to be satisfied with their jobs, demonstrate commitment, and stay involved in their roles. Perceived injustice can lead to dissatisfaction, disengagement, and decreased workplace morale (Rahman et al., 2015).
Distributional Justice and Job Satisfaction
Distributive justice refers to the fairness of employee outcomes such as as salaries, promotions, bonuses, and workload distribution. When employees believe that their efforts are adequately compensated, they develop better attitudes toward their jobs and show more devotion.
According to Ajala (2015), employees who perceive equity in incentive allocation report higher job satisfaction and retention rates. However, when employees sense an imbalance between their efforts and rewards, they become dissatisfied, resulting in poorer morale and motivation. Majeed et al. (2015) observed that businesses with weak distributive justice have greater turnover rates, as employees seek opportunities where their contributions are appreciated. In contrast, organizations that implement transparent and equal reward systems report an increase in employee loyalty and performance.
Procedural justice and job satisfaction.
The goal of procedural justice is to ensure that the methods utilized to make organizational decisions are fair. It guarantees that employees are confident in the processes that control promotions, assessments, and resource allocation. According to Rahman et al. (2015), employees are more satisfied with their jobs when policies and decisions are enforced consistently, honestly, and without bias.
When promotion criteria are clear and consistent, employees believe they have equal opportunity for career advancement. However, if employees detect partiality or irregularity in promotions, their trust in management declines, resulting in discontent and lower engagement. According to Majeed et al. (2015), procedural fairness has a considerable impact on employee confidence in leadership, leading to increased workplace dedication and performance.
Furthermore, involving employees in decision-making processes improves views of procedural justice. Organizations that encourage their employees to participate in policy discussions and provide feedback report higher levels of job satisfaction and workplace harmony. Employees feel valued when their voices are heard, which promotes a sense of ownership and motivation.
Interactional justice and job satisfaction.
Interactional justice is concerned with the quality of interpersonal treatment that employees receive from their supervisors, managers, and colleagues. Employees value respect, decency, and open communication, which all contribute to total workplace satisfaction. Bies and Moag (1986) found that employees who feel appreciated and treated fairly in the workplace are more engaged and devoted to their responsibilities.
Poor interactional justice, such as disrespectful communication, a lack of managerial assistance, or a failure to provide feedback, causes emotional discomfort, demotivation, and discontent in the job. According to Rahman et al. (2015), managers that provide timely feedback, acknowledge employees' efforts, and communicate honestly create a trusting and engaging atmosphere, leading to increased job satisfaction.
Furthermore, professional relationships have an important role in determining interactional fairness. Employees that are exposed to cooperative cooperation, open discourse, and supportive leadership report higher job satisfaction than those in businesses with weak communication frameworks. Research shows that firms that promote employee well-being and foster strong workplace interactions have reduced absenteeism rates and higher employee retention (Yürür & Demir, 2022).
Impact of Job Satisfaction on Employee Performance and Productivity
Employee job satisfaction has a direct impact on organizational outcomes, including performance, efficiency, and workforce stability. Employees that are satisfied with their work environment have better motivation, fewer absences, and stronger dedication to their responsibilities (Ghran et al., 2019).
1. Increased motivation and engagement.
Employees that are satisfied with their jobs are more motivated and willing to take initiative. Research has shown that satisfied employees are 30% more productive than dissatisfied employees due to increased effort in their activities (Rahman et al., 2015).
2. Reduce employee turnover and absenteeism.
High job satisfaction is associated with decreased employee turnover and absence rates. According to Al-Zu'bi (2010), organizations with satisfied employees have a 40% lower turnover rate. In contrast, disgruntled employees commonly take sick absence or resign, resulting in significant recruitment and training expenditures for the firm.
3. Enhanced employee well-being and mental health.
Employees who are satisfied report lower levels of workplace stress and anxiety, which leads to improved mental health and overall well-being. Research suggests that job discontent leads to burnout, workplace disputes, and decreased productivity (Majeed et al., 2015).
     4. 	Increased productivity and organizational efficiency.
Employee satisfaction helps to create a more efficient and high-performing workplace. According to Yürür and Demir (2022), organizations with highly pleased staff are 20% more productive than those with low satisfaction ratings.
Enhancement of Job Satisfaction
Given the close relationship between job satisfaction and organizational productivity, organizations must develop strategies that promote a positive and supportive workplace. The following are excellent ways to increase job satisfaction:
i. Ensure fair compensation and benefits.
Organizations must ensure that employees are paid competitively and equally. A transparent and equitable wage structure that meets industry standards promotes trust and job satisfaction. Providing performance-based incentives, bonuses, and health benefits can boost motivation and lower turnover rates (Rahman et al., 2015).

ii. Create a positive work environment.
A positive workplace culture encourages collaboration, inclusivity, and respect. To make the workplace more enjoyable, organizations can promote team-building activities, social connections, and open communication. Research indicates that people in healthy work environments are 25% more productive than those in stressful conditions (Majeed et al., 2015).
iii. Offer Career Development Opportunities
Employees value organizations that support their professional development. Providing opportunities for training, mentorship, and career advancement increases job satisfaction. According to Ghran et al. (2019), frequent career development support increases employee engagement and commitment by 40%.
iv. Recognize and reward employees.
Employee appreciation is very important for job satisfaction. Employee appreciation programs should be established to honor hard work, accomplishments, and contributions. Al-Zu'bi (2010) found that simple gestures such as verbal appreciation, prizes, and promotions can considerably improve morale and motivation.
v. Promote work-life balance.
Organizations should implement rules that promote work-life balance, such as flexible work hours, remote work choices, and wellness initiatives. Research suggests that people who maintain a healthy work-life balance experience higher job satisfaction and productivity (Yürür & Demir, 2022).
vi. Improve leadership and communication.
Effective leadership is crucial for job happiness. Managers should communicate honestly, offer assistance, and give constructive comments. Employees who feel valued by their superiors are more engaged, trusting, and satisfied (Rahman et al., 2015). Organizations that follow these strategies can establish a work climate that promotes employee satisfaction, commitment, and productivity, ultimately leading to long-term success.
2.1.4 Organizational Productivity
Organizational productivity is the efficiency in which an organization uses its resources such as human capital, technology, finances, and raw materials to fulfill its goals. Productivity is a vital performance indicator for an organization's success and sustainability. According to Majeed et al. (2015), employee motivation, job happiness, leadership effectiveness, workplace culture, and organizational justice all have an impact on performance. Organizations that prioritize fairness, transparency, and a supportive work environment have higher levels of employee commitment and engagement, leading to enhanced productivity (Rahman et al., 2015).
Productivity is more than just output levels; it also encompasses work quality, operational efficiency, and employee participation in meeting corporate goals. According to Yürür and Demir (2022), companies that prioritize continuous improvement, performance management, and staff development outperform those that do not.
Types of Organizational Productivity
Organizational productivity can be classified into multiple forms based on the characteristic being measured:
i. Employee Productivity.
This refers to how efficiently and effectively employees complete their allocated tasks. According to Majeed et al. (2015), job satisfaction, motivation, training, leadership style, and working environment all have an impact on employee productivity. Employees who feel involved and treated properly are more productive, innovative and committed to the organization's goals.
ii. Labour Productivity
Labour productivity can be described as the output produced per unit of work (for example, production per employee per hour). According to Rahman et al. (2015), measuring labor efficiency is crucial for determining optimal personnel utilization. Fair salary, opportunity for advancement, and job stability all have a substantial impact on worker productivity.
iii. Operational Productivity
This metric assesses how effectively a company uses its resources, such as raw materials, equipment, and technology, to achieve its goals. Operational productivity is heavily reliant on workplace efficiency, innovation, and strategic planning. Companies that incorporate automation, process optimization, and personnel training report higher operational productivity and cost-effectiveness (Al-Zu'bi, 2010).
iv. Total Factor Productivity (TFP)
Total Factor Productivity assesses overall organizational efficiency by determining how well all available resources (labor, technology, capital, and materials) are used. Yürür and Demir (2022) suggest that analyzing an organization's performance helps identify areas for improvement.
Factors Influencing Organizational Productivity
Several factors influence an organization's capacity to maintain high productivity levels. This includes:
i. Organizational Justice.
According to Rahman et al. (2015), organizational justice has a significant impact on employee motivation, retention, and workplace engagement, ultimately affecting productivity. Employees are more likely to contribute to corporate goals when they are treated fairly in terms of income distribution (distributive justice), decision-making (procedural justice), and workplace relationships.
ii. Job Satisfaction And Employee Morale
Employees that are satisfied with their jobs are more likely to be devoted and productive. According to Majeed et al. (2015), job satisfaction promotes favorable work attitudes, innovation, and teamwork. In contrast, job discontent causes absenteeism, a lack of enthusiasm, and a high turnover rate, all of which reduce productivity.
iii. Leadership and Management Practices.
Effective leadership creates an environment of trust, motivation, and involvement, resulting in increased productivity. Transformational leaders inspire people via vision and personal development, leading to improved organizational performance (Yürür & Demir, 2022). Poor leadership, on the other hand, leads to staff disengagement and low morale.
iv. Employee Engagement and Motivation.
Motivated individuals actively contribute to their organizations, perform better, and take more initiative in issue solving and accomplishing organizational goals. Research shows that firms that implement motivational programs, reward systems, and employee recognition efforts see a 25% boost in overall productivity (Rahman et al., 2015).
v. Workplace Culture and Environment.
A healthy company culture that values collaboration, diversity, inclusivity, and employee well-being has been related to increased productivity (Majeed et al., 2015). Toxic work environments, defined by poor communication, favoritism, and a lack of openness, result in low employee engagement and diminishing performance.

vi. Technological advancement and innovation.
Technology has an important role in increasing organizational productivity. Automation, digital transformation, and Artificial intelligence help companies streamline operations, minimize operational inefficiencies, and increase output (Al-Zu'bi, 2010).
vii. Training and skill development.
According to research, it has shown that investing in staff training programs, workshops, and continuous learning efforts leads to increased workforce efficiency and innovation (Ghran et al., 2019). Employees who obtain training and career development opportunities feel more confident in their roles, which leads to improved performance and productivity.
Ways to Improve Organizational Productivity
To increase productivity, organizations must create policies that promote justice, efficiency, and a positive work environment. The ideas below can assist boost organizational productivity:
i. Implement fair HR policies.
Ensure fair pay structures, performance-based incentives, and transparent promotion standards.Conduct regular employee satisfaction surveys to uncover areas for concern.
ii. Create a culture of engagement and inclusion.
Encourage employees to participate in decision making. Create mentorship and leadership programs to encourage staff development.
iii. Leverage Technology and Innovation
Use automation and digital tools to optimize procedures. Invest in employee training for new technology to improve efficiency.


iv. Improve leadership and communication.
Teach managers and supervisors about effective leadership and dispute resolution.
Encourage open-door policy to foster feedback and openness.
v. Promote employee well-being and work-life balance.
Implement flexible workplace practices and mental health support services.
Provide stress management workshops to boost overall staff well-being.
By the use of the strategies, organizations can increase staff efficiency, decrease operational bottlenecks, and foster a flourishing workplace culture that boosts productivity.
THEORETICAL FRAMEWORK
2.2.1 Equity Theory 
According to John Stacy Adams' (1965) Equity Theory, employees evaluate fairness by comparing their inputs (effort, experience, talents) to their outcomes (salaries, benefits, recognition) in proportion to others. When employees believe they are treated fairly, they are more likely to stay productive and committed to the organization. However, if workers perceive inequity, being underpaid or overpaid in comparison to their colleagues, they can change their performance, reduce their effort, or even seek alternative jobs.
This theory is extremely relevant to distributive justice because it describes how employees react to perceived fairness in salary distribution, promotions, and workload. Studies has shown that organizations with fair salary structures have higher job satisfaction and lower turnover rates (Rahman et al., 2015). Organizations can establish a healthy work environment by assuring equitable compensation and recognition for employees.


2.2.2 Procedural Justice Theory
Gerald Leventhal (1980) introduced the Procedural Justice Theory, which focuses on the fairness of organizational decision-making processes. According to this theory, employees assess whether ways of making decisions are consistent, unbiased, ethical, and transparent. Even if the results are not always positive, employees are more likely to accept decisions if they believe the process was fair and objective.
This theory is vital for understanding procedural justice, which affects employees' trust in management and overall satisfaction with their job. Employees are more likely to stay engaged and motivated if promotion decisions are made using clear criteria and a meritocracy. Perceived partiality or bias in decision-making can lead to dissatisfaction, frustration, and decreased productivity (Majeed et al., 2015). Organizations that implement clear policies and processes for employee engagement in decision-making develop a fair culture, which leads to increased organizational commitment and efficiency.
2.2.3 Organizational Justice Theory
The Organizational Justice Theory, developed by Jerald Greenberg (1987), which combines numerous justice ideas, such as distributive, procedural, and interactional justice, into an integrated structure. Greenberg stated that perceptions of fairness influence employee attitudes, behaviors, and workplace relationships. Employees who believe they are treated fairly in terms of salary, workplace procedures, and interpersonal treatment are more likely to be motivated, satisfied with their jobs, and perform well.
This theory is a solid foundation for this research since it specifically connects organizational justice to employee outcomes. Findings indicates that organizations that prioritize justice have lower conflicts, more productivity, and greater employee loyalty (Rahman et al., 2015). On the other hand, feelings of injustice might result in job dissatisfaction, decreased dedication, and higher workplace misconduct. Using this framework, organizations can gain a better understanding of how fair decision-making and interpersonal treatment influence employee engagement and overall productivity.
2.2.4 Social Exchange Theory
The Social Exchange Theory, developed by Peter Blau (1964), describes workplace relationships as reciprocal exchanges between employees and their organizations. This hypothesis holds that when employees experience fair treatment, respect, and appreciation, they are motivated to respond with loyalty, increased effort, and improved production. When they are treated unfairly, disregarded, or denied recognition, they may respond with decreased effort, dissatisfaction or even counterproductive behaviors.
This concept is particularly important to interactional justice since it emphasizes how interpersonal fairness influences employee engagement and organizational outcomes. According to Majeed et al. (2015), employees who feel valued and respected by their supervisors are more likely to put in extra effort, collaborate effectively, and stay loyal to the organization. Organizations that prioritize healthy workplace relationships, effective communication, and ethical leadership benefit from increased employee engagement and productivity.
EMPIRICAL REVIEW
2.3.1 Clay-Warner, Reynolds, and Roman (2005): Organizational Justice and Job Satisfaction
In their study "Organizational Justice and Job Satisfaction: A Test of Three Competing Models," Clay-Warner et al. (2005) studied the relative impact of distributive and procedural justice on job satisfaction. Using nationally representative data, the researchers examined three theoretical models: the personal results model, the group-value model, and the psychological contract model. Their findings gave stronger support for the group-value model, demonstrating that procedural justice is a more significant predictor of work satisfaction than distributive justice. This shows that employees place great significance on fair processes, probably even more than on equitable outcomes. Interestingly, the study also explored the role of organizational downsizing and showed that such events did not significantly alter the association between justice judgments and work satisfaction, questioning certain assumptions of the psychological contract model.
2.3.2 Al-Zu'bi (2010): Organizational Justice and Employee Satisfaction in Performance Appraisal
Al-Zu'bi (2010) studied the features of performance appraisal (PA) associated with organizational justice, concentrating on distributive, procedural, and interactional justice. The study, which included 170 respondents, discovered that views of fairness in PA processes are strongly associated to employee satisfaction. Employees are more satisfied with ratings, raters, and feedback when they believe the criteria and aims of PA are fair. This emphasizes the importance of fair appraisal systems in improving job satisfaction and proposes that organizations build PA processes that employees perceive as equitable and transparent.
2.3.3 Ghran, Jameel, and Ahmad (2019): The Effect of Organizational Justice on Job Satisfaction Among Secondary School Teachers
Ghran et al. (2019) assessed the impact of organizational justice on job satisfaction among secondary school teachers in Iraq. The study examined data from 98 reliable questionnaires and discovered that components of organizational justice, particularly distributive and interactional justice, have a favorable impact on job satisfaction. However, distributive fairness was found to have a more significant impact. This shows that equitable resource allocation and respectful interpersonal interactions are crucial for teacher job satisfaction. The study emphasizes the necessity of creating a fair work environment in educational settings to improve teacher satisfaction and, as a result, educational outcomes. 
2.3.4 Yürür and Demir (2022): The Influence of Organizational Justice on Work Engagement, Organizational Commitment, and Job Satisfaction
Yürür and Demir (2022) looked at how organizational justice affects work engagement, organizational commitment, and job satisfaction among employees at a large international consultant firm. The study used structural equation modeling to analyze 100 valid responses and found that organizational justice has a direct impact on all three variables. Notably, organizational commitment was discovered to be a predictor of work engagement, implying that when employees have a strong sense of loyalty and commitment to their organization, they are more likely to be involved in their work. The findings highlight the varied impact that perceived fairness plays in improving numerous areas of employee well-being and performance. 










CHAPTER THREE
METHODOLOGY
3.1 Research Design 
The study adopts a descriptive and explanatory research methodology to investigate the impact of organizational justice (distributive, procedural, and interactional justice) on organizational productivity, with job satisfaction serving as an intermediary factor. The descriptive aspect will help in understanding employee perceptions of justice in the workplace, while the explanatory design will allows for the evaluation of cause-and-effect relationships among the research variables.
A survey research methodology will be used, with structured questionnaires serving as the major data collection method. This method will be suitable for hypothesis testing since it provides for quantitative analysis of perceptions, attitudes, and behaviors concerning organizational justice, job satisfaction, and productivity.
3.2 Population of Study
This study's target population consists of AC Drugs Ltd employees in Emene, Enugu. The company was chosen based on its significant role in the pharmaceutical industry and the necessity to evaluate the fairness of its organizational practices. The population comprises the following:
· Managerial staff (supervisors, department heads, and executives).
· Administrative staff (human resources, finance, and operations people).
· Technical staff (pharmacists, quality control officials, and production workers)
· Support Staff (clerks, logistics, and customer service representatives)
The survey focuses on all staff categories to achieve an in-depth understanding of fairness perceptions and their impact on productivity.
3.3 Sample Size Determination
To determine the sample size, Yamane’s (1967) formula is applied:

Where:
· n = Sample size
· N = Population size (estimated at 200 employees)
· e = Margin of error (5% or 0.05 for 95% confidence level)

Sample size= 133 respondents will be used for this study analysis. 
3.4 Sampling Technique
A simple random sample technique will be used to ensure that all employees are represented equally. This method eliminates bias by ensuring that each employee has an equal probability of selection. A list of employees is gathered from the company's HR records, and the required number of participants will be chosen at random. This will guarantee that the sample accurately reflects the total workforce, making the results more generalizable and reliable.
3.5 Data Collection 
This study uses both primary and secondary data. Structured questionnaires are used to collect primary data from employees about their perceptions of organizational fairness, job satisfaction, and productivity. Secondary data is collected from academic publications, books, and previous research on organizational justice and employee performance. The combination of these data sources results in an extensive understanding of the study variables.
3.6 Method of Data Collection 
The primary data will be collected using a self-administered questionnaire. The questionnaires are provided physically to improve response rates and convenience for participants. Employees will have 10 days to complete the survey, with reminders to promote quick responses. To enhance clarity, a brief introduction outlining the study's goal and how to complete the questionnaire is included. This strategy reduces errors while ensuring data correctness.
3.7 Research Instrument
A structured questionnaire is used as the study instrument. The questionnaire is organized into five sections:
· Section A: Demographic information (age, gender, job role, and years of experience).
· Section B: Organizational Justice (assessing distributive, procedural, and interactional justice).
· Section C: Job Satisfaction (assessing employees' views toward their work environment).Section D: Organizational Productivity (assessing performance, efficiency, and teamwork).
Responses are scored on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 
  1 = Strongly Disagree
  2 = Disagree
  3 = Neutral
  4 = Agree
  5 = Strongly Agree
The structured format facilitates data analysis and understanding.
3.8 Validity of the Instrument
To ensure content and construct validity, the questionnaire is examined by human resource management. A pilot test of 20 employees is done to improve unclear questions.
3.9 Method of Data Analysis
Mean, frequency distribution, and percentages are used to characterize respondents' demographic data as well as overall patterns in justice perception, job satisfaction, and productivity, respectively.
To examine relationships between variables, Pearson’s Correlation and Regression Analysis are conducted. The tests include:
· Pearson’s Correlation Coefficient – Measures the strength of relationships among organizational justice, job satisfaction, and productivity.
· Multiple Regression Analysis – Assesses the predictive impact of organizational justice on job satisfaction and productivity.
Table 1: Hypothesis Testing
	Hypothesis 
	Statement

	H0
	There is no significant relationship between distributive justice and employee productivity.

	H1
	There is a significant positive relationship between distributive justice and employee productivity.

	H0
	Procedural justice has no significant impact on job satisfaction.

	H2
	Procedural justice significantly influences job satisfaction.

	H0
	Interactional justice does not significantly affect organizational productivity.

	H3
	Interactional justice positively affects organizational productivity.

	H0
	Job satisfaction does not mediate the relationship between organizational justice and organizational productivity.

	H4
	Job satisfaction mediates the relationship between organizational justice and organizational productivity.



These tests determine if organizational justice has a direct or indirect effect on productivity through job satisfaction.
3.10 Ethical Considerations
The study follows ethical research guidelines to protect participant rights and data integrity. Employees provide informed consent, and participation is voluntary and without obligation. No identifiable information are gathered, and responses are securely held solely for research purposes, ensuring confidentiality and anonymity. The study follows institutional and professional ethical guidelines for human subject’s research.














CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSION
Introduction
This chapter presents the analysis, interpretation, and presentation of the data collected through the structured questionnaire administered to employees of AC Drugs Ltd. The aim is to assess the influence of organizational justice specifically distributive, procedural, and interactional justice on organizational productivity, with job satisfaction as a mediating factor. The analysis is structured according to the sections of the questionnaire: demographic data, organizational justice, job satisfaction, and organizational productivity. It also includes hypothesis testing using appropriate statistical tools such as descriptive statistics, Pearson’s correlation, and regression analysis.
4.0 Data Presentation 
Out of the 133 questionnaires distributed, 129 were retrieved and used for analysis. The data presentation is categorized as follows:
4.1 Demographic data 
4.1.1 Gender
	Gender
	Frequency 
	Percentage 

	Male 
	72
	56%

	Female 
	57
	44%

	Total 
	129
	100%


Majority of respondents were male (56%) and female (44%), indicating a balanced workforce in terms of gender representation.



4.1.2 Age Group
	Age
	Frequency 
	Percentage 

	18 – 25 years 
	33
	25.6%

	26 – 35 years 
	51
	39.5%

	36 – 45 years
	21
	16.3%

	46 – 55 years
	17
	13.2%

	56 years and above
	7
	5.4%


Most participants (39.5%) were between 26–35 years, followed by 18–25 (25.6%). This shows that AC Drugs Ltd has a predominantly young and vibrant workforce, which is often associated with high energy and adaptability.
4.1.3 Educational Qualification
	Qualification
	Frequency 
	Percentage 

	Bachelor's Degree
	66
	51%

	Diploma/NCE
	25
	19%

	SSCE
	21
	16%

	Master’s Degree
	17
	13%



Over 50% held a bachelor’s degree, followed by diploma/NCE and master’s degree holders, 19%. This indicates that the workforce is reasonably educated, which is valuable for innovation and performance in the pharmaceutical industry.



4.1.4 Job Category
	Job Category
	Frequency 
	Percentage 

	Support
	45
	35%

	Technical
	38
	29%

	Managerial
	25
	19%

	Administrative
	21
	16%



A large proportion were from support (35%) and technical (29%) roles, aligning with the operational focus of the organization. Managerial and administrative staff made up the rest.
4.1.5 Years of Experience
	Years of Banking
	Frequency 
	Percentage 

	Less than 1 year
	6
	5%

	1 – 5 years
	57
	44%

	6 – 10 years
	37
	29%

	11-15 years
	11
	9%

	Above 15 years
	9
	7%



Majority (44%) had between 1–5 years of experience, with a strong representation across other categories. This reflects young employees and experienced professionals, suggesting a healthy organizational mix.


4.2 Analysis of Organizational Justice Dimensions
4.2.1 Distributive Justice
	S/N
	Statements
	SA
	A 
	N
	D
	SD
	Mean score
	Standard Deviation

	1
	Salary and benefits are fair.
	39
	62
	18
	7
	3
	3.60
	0.45

	2
	Promotions are merit-based.
	37
	58
	22
	10
	2
	3.61
	0.46

	3
	Workload is fairly distributed.
	35
	56
	25
	9
	4
	3.59
	0.53

	4
	Rewards match effort.
	38
	60
	20
	8
	3
	3.60
	0.49



The responses indicate a generally positive perception of distributive justice. A significant number of employees agreed or strongly agreed that compensation, promotions, and workload are fairly distributed. The mean score of 3.60 suggests that most employees perceive a moderate to high level of fairness in outcome distribution within the organization.
4.2.2 Procedural Justice
	S/N
	Statements
	SA
	A 
	N
	D
	SD
	Mean score
	Standard Deviation

	1
	Decision-making procedures are fair and transparent.
	31
	59
	26
	11
	2
	3.52
	0.47

	2
	Employees have a say in decisions that affect them.
	34
	55
	24
	13
	3
	3.50
	0.51

	3
	Company policies are applied consistently to all employees.
	36
	60
	20
	9
	4
	3.54
	0.48

	4
	Complaints are addressed fairly and in a timely manner.
	37
	57
	22
	8
	5
	3.56
	0.50



While respondents generally agreed that procedures are fair, transparent, and inclusive, there were slightly more neutral responses than in other dimensions. The mean of 3.53 still reflects a positive but cautious perception of procedural fairness, indicating possible areas for improvement in policy application and employee involvement.
4.2.3 Interactional Justice 
	S/N
	Statements
	SA
	A 
	N
	D
	SD
	Mean score
	Standard Deviation

	1
	My supervisor treats me with respect and fairness.
	42
	65
	15
	6
	1
	3.84
	0.47

	2
	Management communicates decisions clearly and openly.
	41
	61
	18
	7
	2
	3.84
	0.55

	3
	Employees are treated with dignity regardless of position.
	41
	63
	18
	8
	3
	3.86
	0.47

	4
	My contributions and opinions are valued.
	42
	59
	17
	9
	2
	3.82
	0.54


Interactional justice was the most positively rated of all three dimensions. High agreement scores across all items suggest that employees feel respected, valued, and well-communicated with, which contributes positively to morale and motivation. The strong mean of 3.84 supports this conclusion.
4.2.4 Job Satisfaction
	S/N
	Statements
	SA
	A 
	N
	D
	SD
	Mean score
	Standard Deviation

	1
	I feel satisfied with my job responsibilities.
	36
	66
	20
	5
	2
	3.69
	0.41

	2
	I enjoy the work environment in my organization.
	40
	61
	21
	6
	1
	3.74
	0.43

	3
	My job provides opportunities for career growth.
	37
	62
	19
	8
	3
	3.66
	0.40

	4
	I receive recognition for my efforts at work.
	39
	59
	22
	7
	2
	3.74
	0.38

	5
	The work I do is meaningful and contributes to goals.
	41
	64
	18
	5
	1
	3.69
	0.39

	6
	I feel motivated to perform well in my role.
	44
	63
	16
	4
	2
	3.73
	0.33


The majority of employees expressed satisfaction with their jobs. Responses clustered around “Agree” and “Strongly Agree,” especially regarding motivation, purpose, and growth opportunities. The average score of 3.71 indicates a strong level of job satisfaction, which is essential for enhancing organizational productivity and employee retention.
4.2.5 Organizational Productivity
	S/N
	Statements
	SA
	A 
	N
	D
	SD
	Mean score
	Standard Deviation

	1
	The organization provides adequate resources.
	39
	65
	19
	5
	1
	3.90
	0.41

	2
	My team works efficiently to achieve organizational goals.
	39
	62
	20
	6
	2
	3.90
	0.39

	3
	The organization encourages innovation and improvement.
	41
	58
	21
	7
	2
	3.91
	0.34

	4
	Employee skills are effectively utilized.
	39
	60
	19
	8
	3
	3.85
	0.39

	5
	Employees are motivated and engaged in their work.
	42
	63
	17
	5
	2
	3.87
	0.41

	6
	Organizational justice positively affects productivity.
	44
	63
	16
	4
	2
	3.96
	0.40



This dimension received the highest average score among all sections, highlighting that employees perceive their organization as efficient, innovative, and engaging. Particularly noteworthy is the strong agreement that organizational justice enhances productivity, reinforcing the core focus of this study. The average of 3.90 suggests that employees believe the organization is performing well in terms of output and employee-driven success.



4.3 Hypothesis Testing and Inferential Analysis
4.3.1 Pearson Correlation Analysis
This measures the direction and strength of relationships between key variables. A p-value < 0.05 indicates a statistically significant relationship.
	Hypothesis
	Variables Compared
	r (Correlation Coefficient)
	p-value
	Significance
	Interpretation

	H1
	Distributive Justice & Productivity
	-0.054
	0.542
	Not Significant
	Weak, inverse relationship; no effect

	H2
	Procedural Justice & Job Satisfaction
	0.078
	0.380
	Not Significant
	Weak positive correlation; not supported

	H3
	Interactional Justice & Productivity
	-0.048
	0.586
	Not Significant
	Very weak inverse correlation

	H4 (mediation)
	Org. Justice & Job Satisfaction
	0.109
	0.219
	Not Significant
	Small, positive, but not significant

	—
	Org. Justice & Productivity
	0.004
	0.960
	Not Significant
	No relationship at all detected



The correlation analysis reveals no significant linear relationships between organizational justice dimensions and job satisfaction or productivity in this dataset. Although values such as 0.109 suggest weak positive trends, none meet the significance threshold (p < 0.05).
4.3.2 Regression Analysis
This tests whether organizational justice and job satisfaction significantly predict organizational productivity.
	Predictor Variable
	Coefficient (B)
	Std. Error
	t-Statistic
	p-value
	Significance

	Constant (Intercept)
	3.83
	0.51
	7.55
	0.000
	Significant

	Organizational Justice
	0.003
	0.099
	0.034
	0.973
	Not Significant

	Job Satisfaction
	0.016
	0.107
	0.146
	0.884
	Not Significant



· R-squared = 0.000 → The model explains 0% of the variation in productivity.
· F-statistic = 0.012, p = 0.988 → The overall model is not significant.
Interpretation of Regression Results:
· The regression shows that neither organizational justice nor job satisfaction significantly predicts organizational productivity in this sample.
· The coefficients are close to zero, and their p-values far exceed 0.05, indicating no statistically significant effect.
· This implies that, based on this dataset, other factors outside the model may be stronger influencers of productivity.
4.4 Discussion of Findings 
The analysis of the demographic data revealed that 56% of respondents were male and 44% were female, indicating a fairly gender-balanced workforce. The age range was dominated by individuals aged 26–35 (39.5%), followed by those between 18–25 (25.6%). This suggests that the majority of employees are young professionals, possibly in the early to mid-stages of their careers.
Educationally, 50% held bachelor’s degrees, and an additional 17% had diploma/NCE qualifications, indicating a moderately educated workforce. The job category distribution showed that most respondents were technical and support staff, who are often more exposed to operational realities and organizational procedures than managerial staff. These factors can influence how employees perceive justice, satisfaction, and productivity.
Additionally, 44% had 1–5 years of experience, showing that many employees are still within their formative professional years. According to Robbins and Judge (2013), early-career employees tend to be more sensitive to organizational practices and justice-related issues, which may affect how they perceive fairness and motivation.
While the descriptive analysis revealed that employees agreed or strongly agreed with statements related to fair salary, promotions, and workload (mean = 3.60), the Pearson correlation (r = -0.054, p > 0.05) and regression analysis showed no significant relationship between distributive justice and productivity.
This contradicts Tremblay and Roussel (2015), who found that equitable resource distribution correlates strongly with employee performance. Theoretically, Adams’ (1965) Equity Theory proposes that perceived fairness in the ratio of input (effort) to outcome (reward) motivates employees to perform better. The insignificant relationship in this study may suggest that employees at AC Drugs Ltd do not perceive distributive justice as the primary driver of their productivity, or that reward systems are insufficiently impactful.
Procedural justice was perceived moderately (mean = 3.53), yet correlation with job satisfaction was not significant (r = 0.078, p > 0.05). This weak association contradicts findings by Colquitt et al. (2015) and Leventhal (1980), who emphasized that fair processes enhance trust, commitment, and satisfaction.
The result may reflect a disconnect between policy transparency and employee involvement in decision-making. Although policies may exist, their implementation or communication might lack consistency or engagement, thereby reducing their influence on satisfaction.
Interactional justice had the highest mean score (3.84), indicating that employees feel respected, informed, and valued. Despite this, it showed no significant correlation with productivity (r = -0.048, p > 0.05). This corresponds with studies like Bies and Moag (2018) and Rahman et al. (2015) which have shown that respectful communication and interpersonal fairness foster employee commitment and work quality.
This finding suggests that while interpersonal respect is appreciated, it may not directly drive measurable performance outcomes at AC Drugs Ltd. Rather, interactional justice may contribute more to employee morale and psychological safety than to tangible productivity.
Job satisfaction was rated positively (mean = 3.71), but it did not significantly mediate the relationship between organizational justice and productivity (p = 0.884 in regression analysis). This finding contrasts with research by Majeed et al. (2015) and Zhang and Tu (2021), who found job satisfaction to be a powerful mediator in justice-productivity models.
The theoretical framework of Social Exchange Theory (Blau, 1964) suggests that fair treatment should build satisfaction, which in turn increases reciprocal effort (i.e., productivity). However, the weak relationship observed implies that job satisfaction alone may not account for performance outcomes in this organization, especially in a technically intensive or process-driven environment like pharmaceuticals.
Despite high ratings in justice and satisfaction dimensions, organizational productivity did not significantly relate to any justice subscale. This could be due to external performance factors such as supply chain processes, market demand, team dynamics, or technological efficiency that outweigh justice perceptions in determining output.
According to the Job Characteristics Model (Hackman & Oldham, 1976), productivity is influenced not only by satisfaction but also by autonomy, feedback, task significance, and role clarity. These elements were not directly measured in this study but could potentially explain the observed results.
While employees perceive their organization as generally fair and respectful, these perceptions did not translate into statistically significant outcomes in satisfaction or productivity. The findings challenge the assumption that improving justice perceptions alone is sufficient to boost organizational performance. Instead, the results point toward a more complex interplay of motivational, structural, and operational factors.

CHAPTER FIVE
CONCLUSION, SUMMARY AND RECOMMENDATIONS
5.1 Conclusion 
This study was carried out to investigate the effect of organizational justice on organizational productivity, with a particular focus on the mediating role of job satisfaction, using AC Drugs Ltd, Emene, Enugu as a case study. The growing recognition of fairness as a core principle in managing employee relations, alongside the desire to understand its tangible impact on organizational outcomes, necessitated this research. The research sought to determine whether employees’ perceptions of fairness in resource allocation (distributive justice), decision-making procedures (procedural justice), and interpersonal treatment (interactional justice) have measurable effects on their satisfaction and productivity levels.
The study was guided by four main objectives: to examine the relationship between distributive justice and productivity, to assess whether procedural justice influences job satisfaction, to determine the effect of interactional justice on productivity, and finally, to evaluate whether job satisfaction mediates the relationship between organizational justice and productivity. To frame the study theoretically, five relevant theories were employed: Adams’ Equity Theory, Leventhal’s Procedural Justice Model, Interactional Justice Theory by Bies and Moag, Social Exchange Theory, and Hackman and Oldham’s Job Characteristics Model. These provided the conceptual lens through which justice perceptions and work-related outcomes were examined.
A total of 129 valid responses were collected through structured questionnaires distributed to a cross-section of employees in different departments and roles. The instrument was designed using a 5-point Likert scale and covered demographic information, organizational justice dimensions, job satisfaction, and productivity. The data collected were analyzed using descriptive statistics to summarize perceptions, Pearson’s correlation to determine relationships among variables, and multiple regression analysis to assess direct effects and mediation.
The results revealed that while employees generally perceived organizational justice positively, particularly in terms of interactional justice (mean = 3.84), none of the justice dimensions showed a statistically significant relationship with productivity. Similarly, procedural justice did not significantly influence job satisfaction, and job satisfaction itself did not significantly mediate the effect of justice on productivity. Despite high average scores for job satisfaction (mean = 3.71) and organizational productivity (mean = 3.90), the regression model indicated no predictive power (R² = 0.000) and an overall non-significant effect.
These findings diverge from several prior studies such as those by Tremblay and Roussel (2015), Rahman et al. (2015), and Majeed et al. (2015), which confirmed a strong link between organizational justice, satisfaction, and performance. However, the outcome of this study suggests that while fairness remains essential for workplace harmony and trust, it may not independently account for productivity variations, especially in a technically oriented industry such as pharmaceuticals where system processes, automation, and operational efficiency also play major roles. The results further imply that justice may be more relevant for affective outcomes like morale and commitment, rather than quantifiable performance measures.
5.2 Conclusion 
This study explored the effect of organizational justice on organizational productivity, with job satisfaction as a mediating variable, using the pharmaceutical firm AC Drugs Ltd, Emene, Enugu as a case study. The purpose was to uncover whether employee perceptions of fairness in distribution, decision-making, and interpersonal treatment significantly influence productivity either directly or through the satisfaction they derive from their roles.
The findings demonstrated that while employees perceived justice positively, particularly in the dimension of interactional justice, these perceptions did not translate into statistically significant improvements in organizational productivity. Similarly, job satisfaction, although highly rated, did not mediate the relationship between organizational justice and productivity. These outcomes suggest that justice, while crucial for maintaining workplace harmony and employee morale, may not directly drive measurable productivity outcomes in every organizational setting.
The lack of significant correlation challenges some of the expectations grounded in Adams’ Equity Theory and Social Exchange Theory, which propose that fair treatment leads to greater effort and reciprocal performance. However, the context of a highly structured, technically oriented pharmaceutical company may mean that other factors such as operational systems, job design, leadership styles, and technical competence play a more dominant role in determining productivity than justice perceptions alone.
It can therefore be concluded that although fairness in processes, resource allocation, and interpersonal relations is essential for a healthy and cohesive work environment, organizational justice alone may not be a sufficient predictor of productivity. Organizations should view justice as one of several interdependent variables alongside motivation systems, leadership, and process efficiency that contribute to achieving organizational goals. Further research involving broader variables and multiple organizations may help clarify how justice interacts with other performance drivers in diverse work environments.

5.3 Recommendations
Based on the findings, the following recommendations are offered to AC Drugs Ltd and similar organizations:
1. Complement justice policies with performance-enhancing initiatives: While fairness is important, productivity may be better improved through goal alignment, process optimization, and employee performance tracking.
2. Enhance engagement and participation: Although procedural justice was moderately rated, increasing employee voice in decision-making could strengthen satisfaction and possibly lead to better performance outcomes.
3. Link recognition systems to performance metrics: To maximize the value of distributive justice, reward and promotion systems should be made more transparent, merit-based, and measurable, increasing their influence on employee output.
4. Conduct follow-up qualitative studies: Since statistical significance was not found, in-depth interviews or focus groups could uncover contextual or cultural factors that moderate the justice–productivity relationship in the organization.
5. Broaden productivity drivers beyond justice and satisfaction: HR strategies should integrate justice with other motivational frameworks like job enrichment, training and development, and autonomy to holistically enhance performance.
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QUESTIONNAIRE
IMPACT OF ORGANIZATIONAL JUSTICE AND EMPLOYEE RETENTION ON ORGANIZATIONAL PRODUCTION: A STUDY OF AC DRUGS LTD

Dear Respondent,
I am conducting a research study on the effect of organizational justice on organizational productivity, with job satisfaction as a mediating variable, using AC Drugs Ltd, Emene, Enugu, as a case study. This study is purely for academic purposes, and your responses will be kept anonymous and confidential. Kindly answer the questions honestly by ticking (✓) the appropriate box that best reflects your opinion.
Your participation is highly valued. Thank you for your time and cooperation.

SECTION A: DEMOGRAPHIC INFORMATION
(Please tick (✓) the appropriate box)
1. Gender: ☐ Male ☐ Female ☐ Prefer not to say
2. Age Group: ☐ 18 – 25 years ☐ 26 – 35 years ☐ 36 – 45 years ☐ 46 – 55 years ☐ 56 years and above
3. Educational Qualification:
☐ Secondary School Certificate
☐ Diploma/National Certificate
☐ Bachelor’s Degree
☐ Master’s Degree
☐ Doctorate Degree
4. Job Category:
☐ Managerial Staff ☐ Administrative Staff ☐ Technical Staff ☐ Support Staff
5. Years of Experience in AC Drugs Ltd:
☐ Less than 1 year ☐ 1 – 5 years ☐ 6 – 10 years ☐ 11 – 15 years ☐ Above 15 years
6. Department:
☐ Human Resource ☐ Finance ☐ Production ☐ Quality Control ☐ Logistics ☐ Others (Please specify) ___________
SECTION B: ORGANIZATIONAL JUSTICE
Please indicate your level of agreement with the following statements regarding organizational justice in AC Drugs Ltd. (Tick ✓ one option per statement)
	Statements
	Strongly Disagree (1)
	Disagree (2)
	Neutral (3)
	Agree (4)
	Strongly Agree (5)

	Distributive Justice
	
	
	
	
	

	My salary and benefits are fair compared to my responsibilities.
	
	
	
	
	

	Promotions in this organization are based on merit.
	
	
	
	
	

	The workload is fairly distributed among employees.
	
	
	
	
	

	The rewards I receive reflect my level of effort and contribution.
	
	
	
	
	

	Procedural Justice
	
	
	
	
	

	Decision-making procedures in this organization are fair and transparent.
	
	
	
	
	

	Employees have a say in decisions that affect them.
	
	
	
	
	

	Company policies are applied consistently to all employees.
	
	
	
	
	

	Complaints are addressed fairly and in a timely manner.
	
	
	
	
	

	Interactional Justice
	
	
	
	
	

	My supervisor treats me with respect and fairness.
	
	
	
	
	

	Management communicates important decisions clearly and openly.
	
	
	
	
	

	Employees are treated with dignity regardless of their position.
	
	
	
	
	

	My contributions and opinions are valued in this organization.
	
	
	
	
	



SECTION C: JOB SATISFACTION
Please indicate your level of agreement with the following statements about your job satisfaction.
	Statements
	Strongly Disagree (1)
	Disagree (2)
	Neutral (3)
	Agree (4)
	Strongly Agree (5)

	I feel satisfied with my job responsibilities.
	
	
	
	
	

	I enjoy the work environment in my organization.
	
	
	
	
	

	My job provides opportunities for career growth and development.
	
	
	
	
	

	I receive recognition for my efforts at work.
	
	
	
	
	

	The work I do is meaningful and contributes to organizational goals.
	
	
	
	
	

	I feel motivated to perform well in my role.
	
	
	
	
	












SECTION D: ORGANIZATIONAL PRODUCTIVITY
Please indicate your level of agreement with the following statements regarding organizational productivity.
	Statements
	Strongly Disagree (1)
	Disagree (2)
	Neutral (3)
	Agree (4)
	Strongly Agree (5)

	The organization provides adequate resources to perform my job effectively.
	
	
	
	
	

	My team works efficiently to achieve organizational goals.
	
	
	
	
	

	The organization encourages innovation and continuous improvement.
	
	
	
	
	

	The organization effectively manages and utilizes employee skills.
	
	
	
	
	

	My organization is productive because employees are motivated and engaged.
	
	
	
	
	

	Organizational justice positively influences productivity.
	
	
	
	
	




Thank You!
Your responses are highly valued and will contribute significantly to this research. 
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