i/' ARMG PUBLISHING p . d Health Economics and Management Review, Issue 4, 2022
“Thinking ahead” & SCleénao ISSN 2786-4634 (print) ISSN 2786-4626 (online)

DEMOGRAPHIC CHARACTERISTICS AND JOB SATISFACTION: THE MEDIATION ROLE
OF ORGANISATIONAL JUSTICE PERCEPTIONS IN PUBLIC AND PRIVATE SECTOR
HEALTH ORGANISATIONS IN NIGERIA

Timinepere Ogele Court, "= https://orcid.org/0000-0001-8731-2047
Department of Business Administration, University of Africa,Toru-Orua, Nigeria
Corresponding author: timi2k2002@gmail.com; timinepere.court@uat.edu.ng
Type of manuscript: research paper

Abstract: The health sector is of critical importance to the wellbeing of the labour force, dependent demographic
structure and life expectancy for economic development. Effective and efficient health care delivery is of a prime focus
among stakeholders in the health sector in Nigeria. The current status of the health sector is fraught with industrial
unrest and picketing following the failure of the government to meet the expectation of workers. Employee work-related
attitude of job satisfaction, distributive, procedural and interactional justice perceptions of health workers in part play
a key role to attaining quality health care. However, a large number of factors are responsible for job satisfaction of
health professionals. In this paper, the nexus between demographics and job satisfaction is examined as well as the
mediating role of organisational justice perceptions of workers in public and private healthcare institutions in Nigeria.
Demographics of age, gender, education, job experience were considered with respect to overall job satisfaction and
organisational justice. The study is grounded in the equity theoretical foundation of Adams in 1965. An analytical
descriptive survey design was adopted in this study. A sample of 300 employees from private (150 workers) and public
(150 workers) health care institutions were selected for the study through the use of a stratified random sampling
procedure. The data were collected from self-report of workers via the administration of a structured questionnaire to
employees. The numeric scores were determined from the summated scales of job satisfaction and organisational justice.
The data were analysed with multivariate regression and structural equation modelling. From the analysed data, the
study found that gender and job tenure were significant predictors of distributive justice, procedural justice and extrinsic
job satisfaction while organisational justice had a significant effect on job satisfaction. In terms of the indirect effects,
organisational justice mediated the relationships between gender, job tenure and overall job satisfaction. Consistent
with the findings of the study, all health professionals should be treated on the basis of fairness without discrimination
irrespective of status and professional dichotomy. Accordingly, the study recommended that the health care workforce
who play managerial roles should ensure fairness and consider job tenure and gender in the formulation of policy
frameworks for the overall job satisfaction of employees.
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Introduction. The health sector of a country is critical to the well-being the labour force, the dependent
demographic structure, life expectancy and implications for economic development. However, the health care
system is confronted with series of industrial action spearheaded by the various labour unions in Nigeria and
this trend of bickering is a testament of discontented and dissatisfied workforce in both public and private
health care institutions (Court et al., 2018; Kolo, 2018). For example, in 2021, the National Association of
Residents Doctors (NARD) was on strike for sixty-four (64) days in Nigeria and the strike has adverse effect
on the health status of Nigerians.

Job satisfaction has long been investigated as an important predictor and outcome construct by scholars of
organisational behaviour, human resources management and organisational psychologists over the decades
(Roberson, 1990; Wright and Bonett, 2007; Cerit, 2009; Walumbwa et al., 2005). Job satisfaction is
conceptualised as “the pleasurable emotional state resulting from the appraisal of one’s job as achieving or
facilitating the achievement of one’s job values” (Locke, 1969). Job satisfaction is the positive affect arising
from subjective assessment of job, individual and organisational characteristics which are in tandem with the
values and expectations of an employee (Kalleberg, 1977; Crossman and Abou-Zaki, 2003; Winkelhaus et al.,
2022). Thus, quality health care delivery becomes possible when health care workers are satisfied with their
job and its characteristics.

As an outcome of employee work-related attitude, extant studies assessed the relationship between
demographic factors of age, gender, education and job satisfaction. The results from past studies provide
mixed empirical evidences of significant, non-significant, positive and negative effects between predictor-
outcome variables. To examine the link between demographic factors and job satisfaction, Koustelios (2001)
investigated the relationship between personal characteristics and job satisfaction of teachers in Greek. The
findings demonstrated that age is a positive predictor of job satisfaction dimensions of promotion and pay;
gender also had a positive effect on working condition and supervision as facets of job satisfaction. Further,
the study reported that the level of education had a positive link with employee supervision. With respect to
work experience, the result from the study reported a positive relationship with promotion and supervision. In
the relationship between burn-out, socio-demographic, workplace factors and job satisfaction, Tarcan et al.
(2017) reported among other findings that annual income and household economic wellbeing had positive
significant relationship with job satisfaction of emergency health professionals in Western Turkey. In a related
study, Lee and Wilbur (1985) focus on age, education, job tenure, salary, job characteristics and job
satisfaction with a multivariate approach in their study. Findings from the study demonstrated that job
satisfaction increased with age. In addition, they reported that younger employees’ level of satisfaction was
low, particularly with intrinsic characteristics of job satisfaction. On the other hand, employees with
advancement in age were more satisfied with their job as against younger employees with respect to extrinsic
characteristics of their job in the public sector of the US. It was further reported that salary, job tenure and
education had a significant effect on job satisfaction and that differences were found in the level of job
satisfaction among the category of age brackets. Bedeian et al. (1992) explored the relationship between age,
job tenure and job satisfaction of male and female of non-academic employees in United State. Applying a
hierarchical polynomial regression, the scholars affirmed that age and tenure are dependent and time-related
factors that possess the property of covariance but with different outcomes. Based on the results, they asserted
that job tenure has more inherent quality of consistency and stability in predicting job satisfaction in
comparison with the chronological age of employees. With the negative and insignificant empirical evidence
of demographic factors and job satisfaction, Koustelios’s (2001) study, reported that level of education as a
job satisfaction predictor had a negative nexus with promotion and work conditions, and work experience had
a negative relationship with work conditions. Tarcan et al. (2017) in their study of emergency health
professionals in Turkey, found that gender, age, education and marital status as demographic variables were
not significant predictors of intrinsic and extrinsic dimensions of job satisfaction.

Considering job satisfaction as a predictor is a recurring theme in both extant and current human resources
management and organisational behaviour literature. Studies from scholars demonstrate that job satisfaction
dimensions of payment of salary, promotion, fringe benefits, communication, and supervision among others
positively related with affective and continuance commitments (Valaei and Rezaei, 2016). Further studies also
indicate the link between job satisfaction and workforce productivity (Hoboubi et al., 2017), individual job
satisfaction and individual performance (Petty et al., 1984), job satisfaction and interpersonal sensitivity as
well as kindness at work (Motowidlo, 1984).

In respect of perception of organisational justice, prior studies examined effects of organisational justice
on job satisfaction. Sohali and Nuhu (2010) examined the influence of organisational justice(OJ) on job
satisfaction in Saudi Arabia, and the study established that distributive and interactional justice dimensions
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had significant effect on job satisfaction of employees. Andrews et al. (2008) also examined the relationship
between organisational justice and job satisfaction moderated by centralisation. The findings indicated that
distributive, procedural and interactional justice had stronger relationship with job satisfaction under
conditions of high centralisation. Aside, Totawar and Nambudiri (2014) identified that psychological capital
mediated the effect of organisational justice on job satisfaction and organisational commitment. Hooi (2012)
wrote on the relationship between organisational justice, organisational citizenship behaviour and job
satisfaction in manufacturing firms, and the findings indicated that organisational justice had minimal effect
on organisational citizenship behaviour (OCB) while job satisfaction had a stronger relationship with OCB.

However, to date, demographic factors and organisational justice perception, and the mediation of
organisational justice perception between demographic characteristics and job satisfaction have not been fully
explored. Except for Sohali and Nuhu (2010) who further examined the influence of only age, rank of
employees on organisational justice (OJ) and the results revealed that age and rank of employees were not
significant predictors of distributive, procedural and interactional justice in Saudi Arabia. While Fernandes
and Awamleh (2006) documented that age, gender and salary demographic differences had no significant
influence on procedural justice. Accordingly, this article goes beyond prior studies to bridge this knowledge
vacuum. The principal contribution of the study is to ascertain as to how organisational justice mediate the
relationship between employee demography and overall job satisfaction. Furthermore, the influence of
workforce demographics on employees’ perception of organisational justice dimensions and to validate prior
empirical evidence of demographic factors and job satisfaction of employees in the Nigerian context.

The broad aim of the study is to interrogate the mediating role of organisational justice perception between
demographic characteristics and job satisfaction of workers in private and public sector health care
organisations in Nigeria. In specific terms, the objectives of the paper are to: (1) examine the effect of
demographic factors on job satisfaction of workers private and public health care institutions in Nigeria; (2)
ascertain the effect of demographic characteristics on organisational justice perceptions of workers in public
and private hospitals in Nigeria; (3) determine the mediation of organisational justice perception between
demographic characteristics and job satisfaction of workers in public and private health care in Nigeria. The
rest of the paper is structured as follows: The first section reviews literature that underpins theory and
hypothesis development; second aspect explains methodology; third section presents data analysis and results;
fourth section is discussion and contribution to managerial practice and the last section highlights limitations
and direction for further studies.

Theory and Hypothesis development. Adams equity theoretical paradigm of 1965 that underpins the study.
In the light of the equity theory of Adams, it is an explanation of the perceptions of employees in work setting
as to the input-output ratio vis-a-vis fellow workers or referents in similar institution. The workers’ perception
of fairness or otherwise affects job satisfaction and intent to leave an organisation (Sweeney, 1990). This
presupposes that the posture of the management of health institutions in the distribution of resource,
application of procedures and rules, and the interaction with health care workers is essential. Accordingly,
workers in health care organisations look for ways to adjust their inputs to attain a balance between their input-
output ratio. However, the demographics of staff can as well affect the individual perception of fairness or
injustice. This is the rationale to assess the influence of demographic variable on organisational justice and
job satisfaction in this study.

Demographic Variables. Demographic factors have attracted the attention of scholars as determinants of
employee work related attitudes of turnover intentions, job satisfaction, organisational citizenship behaviour
and that such personal characteristics as well influence their perception and judgments. Demographic
variables have also been acknowledged as critical to determining employee outcomes of productivity and
performance. The demographic factors of age, gender, marital status, education and job tenure are capable of
exerting influence on job satisfaction of employees (Santoshi, 2011; Yoganandan et al., 2022)

In accordance with Santoshi (2011), assessment of employee demographics is critical to clearly understand
determinants of job satisfaction and dissatisfaction, and further articulated that demographics are a set of
factors which provide a definition of individual characteristics prior to employment in any entity. The scholar
argues that demographic variables of workforce in any organisation are expected to be diverse, heterogeneous
and accordingly differ in job satisfaction among groups. The diversity in the level of job satisfaction is an
outcome of age, gender, education, marital status differentials, which influence perception and judgment
towards predictors of job satisfaction.

Job Satisfaction. Job satisfaction as one of the most studied work-related attitudes in human resources
management and organisational behaviour scholarship, Thiruchelvi and Supriya (2009) conceptualise job
satisfaction as positive emotions, experiences and perceptions of workers emanating from assessment of one’s
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job and job contents. Job satisfaction evaluation process of employees encompasses feelings in association
with job attributes and work environments in organisations. Job satisfaction has been considered in various
dimensions and facets, but the dimensions of extrinsic job satisfaction and intrinsic job satisfaction are
predominant in the literature (Anleu and Mack, 2014; Calvo-Salguero et al., 2011). In the view of Calvo-
Salguero et al. (2011), intrinsic dimensions of job satisfaction are the inherent characteristics of the job
content, responsibility, autonomy, and variety. In contrasting with intrinsic facets of job satisfaction, extrinsic
dimensions of job satisfaction are derivable from the context of performing the job, which involves salary,
company policies, job security, and relationship with pears, subordinates and superiors. Anleu and Mack
(2014) point out that extrinsic dimension of job satisfaction composed of pay, benefits, security and promotion
while intrinsic job satisfaction includes the nature of work itself, room for initiative, work experience, human
relations and affective components.

Organisational Justice Perception. Organisational members’ perception of justice is salient and influences
organisational behaviour and employee attitudes. Accordingly, organisational justice in regard to distribution
of resources, procedures for decision making and treatment of fellow workers has attracted attention of
scholars (Fernandes and Awamleh, 2006; Roch and Shanock, 2006; Karriker and Williams, 2009). Positive
emotions and feelings of employees towards all factors related to work, work outcome, work itself are due to
perceptions of fairness and equity. Organisational justice is conceptualised as individuals® perceptions of
fairness to procedures in decision making, distribution of resources and treatments received from management
in work settings (Fassina et al., 2008; Ye et al., 2022).

Drawing on the extant literature, there are three basic typology of organisational justice, which is
decomposed into distributive, procedural and interactional justice. Distributive justice focuses on fairness
feelings of employees over the allocation of financial and material resources of organisations (Roch and
Shanock, 2006). With respect to procedural justice, it concerns with fairness judgments and perceptions of
workforce in relation to adherence to accepted patterns and decision making processes leading to outcomes in
organisations, and the procedures to outcomes are performance evaluation, job evaluation, promotions, and
training and development opportunities to members of organisation (McFarlin and Sweeney, 1992; Lind and
Tyler, 1988). Procedural justice, according to Konovsky (2000) consists of fairness with structural elements
of policies, principles, rules and norms in organisations. Bies (2013) pioneered the concept of interactional
justice which refers to interpersonal treatments received by organisational members in enforcing established
procedures in entities. Interactional justice is the fairness perceptions of how workers are treated in
organisations (Goldman, 2003; Roch and Shanock, 2006). In the view of Abekah-Nkrumah and Atinga (2013),
the bases of fairness are perceived through care demonstrated, communication and the release of critical
information from managers to employees and employees to other category of employees without prejudice.
For the development of hypotheses, prior studies are examined in view of the study variables.

Demographic Variables and Job Satisfaction. The extant studies provide contradictory evidence in view of
the age-job satisfaction relationship. Prior studies documented overwhelming empirical evidence of positive
linear relationships between employee age and job satisfaction, affirming that older employees tend to have
higher level of job satisfaction than younger employees. Later studies interrogated this generally upheld
assumptions and findings. Subsequent studies of age and job satisfaction link reported that age does not have
a linear relationship with job satisfaction but curvilinear relationships. In buttressing this argument, the study
of Luthans and Thomas (1989) demonstrated a positive curvilinear association between age and job
satisfaction and they further contended that supervisors at their late 30s and mid 40s were satisfied with their
jobs while supervisors at their 50s experienced decline in their level of job satisfaction based on their results
from a scatter plot diagram. To support the curvilinear relationship between age and job satisfaction, Clark,
Oswald and Warr (1996) investigated and established U-shape relationships between age and job satisfaction
with pay, work itself and overall job satisfaction using survey responses from British employees.

Gender and job satisfaction relationship has also been investigated over the decades. Bae and Kim (2016)
explored the critical nature of gender with regard to impact of decoupling of telework on job satisfaction. The
study used 2013 survey of federal agencies and the results indicated that female employees have the least level
of job satisfaction when telework is adopted by agencies while male employees have the lowest level of job
satisfaction when agencies are unable to utilise telework programmes.

In a related study with a focus on gender disparity, Miller (1980) assessed individual and occupational
predictors of job satisfaction. The scholars reported that difference in specific job conditions, individual work
values, nature of job and sources of gratification explained the variation in the level of job satisfaction in view
of gender. Furthermore, Hunt and Saul (1975) wrote on the relationship between age, job tenure and job
satisfaction in males and females. From the survey of white collar employees investigated, there was a positive
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linear association between job tenure and overall job satisfaction. However, a job tenure-six dimension of job
satisfaction relationship was complex.

In examining the effect of educational level on job satisfaction and organisational commitment in the
tourism sector, Gonzélez et al. (2016) documented that educational level was not a significant predictor of job
satisfaction among workers in the hospitality industry in Spain. Among other findings, they reported that
influences of educational attainment is transient in consideration of job satisfaction and however stated that
employees with lower level of education are disposed to express satisfaction for their jobs due to high
incidence of unemployment.

Fernandes and Awamleh (2006), in an expatriate environment in the United Arab Emirate (UAE), explored
the impact of organisational justice on job satisfaction and performances of nationals and expatriate workers.
The findings demonstrate that only distributive and interactional justice had significant effect on job
satisfaction and performance of nationals of UAE but for expatriates, the three facets of distributive,
procedural and interactional justice had significant effect on job satisfaction. The scholars further documented
that age, gender and salary demographic differences had no significant influence on procedural justice.
Following the literature reviewed. It is hypothesised that:

In view of the literature reviewed, the study hypothesised as follows:

Hi.: Demographic factors have significant effect on extrinsic and intrinsic job satisfaction of
workers in public and private health care organisations.

Hin: Demographic factors have significant effect on overall job satisfaction of workers in public
and private health care organisations.

Hza: Demographic factors have significant effect on distributional, procedural and interactional
Justice Perceptions of workers in public and private health care organisations.

Han: Demographic factors have significant effect on overall organisational Justice Perceptions of
workers in public and private sector health care organisations.

The mediation of organisational justice perception between demographic factors and job satisfaction. The
positive feelings of employees over their job characteristics and work environment are determined by their
subjective evaluation and how employees are fairly treated by management and superiors of organisations
(Bhuian et al., 1996; Loher et al., 1985). The affective and cognitive feelings emanate from meeting the job
expectations of employees through provision of employee outcomes by organisational entities. Besides,
employer organisations are to ensure that procedures to employee outcomes and interactional processes among
superiors and subordinates are in a fair and equitable manner. Further, employees in organisations have diverse
socio-demographic factors of education, age gender and job tenure, which are capable to influence judgments
and perceptions of workers. Accordingly, the paper goes beyond prior studies by investigating the mediating
role of organisational justice perceptions of workers between demographic factors and job satisfaction.
Existing studies in the current literature explored the mediating role of organisational justice perceptions
between job satisfaction and other work related attitudes, which are reviewed for the hypothesis development.

In line with this, Hefferman and Dundon (2016) examined the mediating effect of organisational justice
between cross-level effects of high-performance work system (HPWS) and employee well-being. The scholars
reported that employee perceptions of distributive, procedural and interactional justice mediated the
relationship between high-performance work system and job satisfaction, affective commitments and work
pressure. In another study, Ouyang et al. (2015) explored the mediating role of organisational justice among
job security between emotional intelligence and job satisfaction. The study finding demonstrated that the
relationship between emotional intelligence and job satisfaction was partially mediated by organisational
justice and job insecurity. Furthermore, Gelens et al. (2004) studied talent management and organisational
justice in relation to employee reaction to high potential identification. The scholars reported from their study
that perceptions of distributive justice fully mediated the relationship between employee identification and
level of job satisfaction while perceptions of procedural justice moderated the relationship between
distributive justice and work effort.

In terms of mediation of demographic characteristics between workplace, job satisfaction and performance,
Abekah-Nkrumah and Atinga (2013) reported that distributive, procedural and interactional justice predicted
job satisfaction and performance of health professionals, and further indicated that demographic factors
partially mediated the relationship between organisational justice and job satisfaction but not performance.

Further, Elanain (2010) explored the direct and indirect relationship between organisational justice and
work-outcomes in a non-Western context. The findings among others indicated that job satisfaction partially
mediated the relationship between organisational justice and turn over intention, organisational commitment
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fully mediated the relationship between procedural justice and turnover intention. In view of the literature
reviewed, the hypothesis is presented thus:

Hs: Organisational justice perception mediates the positive relationship between demographic factors and
overall job satisfaction of workers in public and private health care organisations

Methodology and research methods. Analytical descriptive survey design is adopted in this study. A
sample of 300 employees from private (150 workers) and public (150 workers) health care institutions was
selected for the study through the use of stratified random sampling procedure. The data were collected from
self report of workers via administration of structured questionnaire to employees of public and private health
care organisations in Bayelsa State in Nigeria. The questionnaire was designed on a 5 point Likert scale of
strongly agree to strongly disagree with respective weights of 5 to 1for organisational justice and very satisfied
to very dissatisfied with respective weights of 5 to 1for extrinsic, intrinsic and overall job satisfaction. The
numeric scores were determined from the summated scales of job satisfaction and organisational justice. In
respect of the demographic factors, discrete and categorical data were determined through coding of variables.
From the survey of respondents, 36.3% were less than 35 years, 38% ranges between 35to 45 years while
25.7% were above 45 years of age; for gender, 45% were male as against 55% for female; with respect to
marital status, 30.3% single, 52% married while 17.7% were in other category; 11% had secondary education,
62.7% for higher education while 26.3% had postgraduate education; for job tenure in years, 11.7% of them
were less than 7 years, 29% ranges between 7-12 years, 41.7% between 13-18 years while 17.7% greater 18
years; for sectors of sample, 50% each from the public and private sector health care institutions. In this
respect, the demographic characteristics of the sample are presented in a tabular form.

Job satisfaction is a multidimensional construct but the dimensions of extrinsic job satisfaction (EJS),
intrinsic job satisfaction (1JS) and overall job satisfaction (OJS) were applied in this study. The short form of
Minnesota questionnaire (MQS) of satisfaction by Weiss et al. (1967) was adopted. The dimensions of
extrinsic, intrinsic and overall job satisfaction scales consisted of 6-items, 12-items and 20-items respectively.
The MQS is widely applied by most scholars (Hancer and George, 2003; Callea et al., 2016) and designed in
a structured 5 point Likert scale form of very satisfied (VS), satisfied (S), neutral (N), dissatisfied (D) and
very dissatisfied (VD) with corresponding weights of 5 to 1. The items were scored on the basis of extrinsic,
intrinsic and overall job satisfaction as explained in the manual of MQS (Weiss et al., 1967).

Independent Variables. Demographic variables of age, gender, marital status, education and job tenure
were considered in this study. They have been used as predictors of job satisfaction and utilised dummy codes
in dichotomous and categorical forms. Age: (< 35 years=0, 35-45 years=1, >45 years= 2); Gender: (Male=0,
Female=1;) Education: (Secondary Education=0, Higher Education=1, Post Graduate Education=2); Job
tenure/ Experience: (< 7 years=0,7-12 years=1, 13-18 years=2, >18 year=3); Marital status: (Single=0,
Married=1 and others=2); Sector: (Private=0 and Public=1).

Mediating Variable. Organisational justice perception is composed of distributive justice (DJ), procedural
justice (PJ) and interactional justice (1J) dimensions to examine the effects of demographic factors on each
dimension. Apart from the facets, the overall organisational justice (OOJ) is applied as a mediating variable
between demographic variables and overall job satisfaction. The measurement instrument is adopted from the
scales developed by Coliquit (2001), which has been validated and utilised by scholars (Brown et al., 2010;
Hashish, 2020). The distributive justice is made of 4-items, procedural justice consists of 7-items and
interactional justice possesses 8-items. For the overall organisational justice composed of 19-items designed
as a 5 point Likert scale of strongly agree to strongly disagree with respective weights of 5 to 1. The values
applied in the analyses were through summated scales for the dimensions, the overall organisational justice
and overall job satisfaction (Ary et al., 2006).

Analytical Method. The data were analysed by the application of frequency and percentage distribution for
demographic factors of the study. In addition, bivirate correlation matrix was presented with variables of the
study demonstrating the means, standard deviations and correlation coefficients which serves as preliminary
analyses. In the test of hypotheses postulated for the study, multivariate regression and structural equation
modeling (SEM) were employed to determine the relationship between demographic factors and job
satisfaction and organisational justice and mediation to ascertain direct effects, indirect effects and total
effects.
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Table 1. Demographic characteristics of sample investigated

S/IN Variables Frequency %
1 Age in years
<35 109 36.3
35-45 114 38.0
>45 77 25.7
2 Gender
Male 135 45.0
Female 165 55.0
3 Marital Status
Single 91 30.3
Married 156 52.0
Others 53 17.7
4 Education
Secondary 33 11
Higher 188 62.7
Postgraduate 79 26.3
5 Job Tenure in Years
<T7years 35 11.7
7-12 years 87 29.0
13-18years 125 41.7
>18years 53 17.7
6 Sector of Employees
Private health care institutions 150 50.0
Public health care Institutions 150 50.0

Sources: developed by the authors.
Results.

Table 2. Means, Standard Deviations, Cronbach alpha and Correlation matrix of Demographic
Factors and Dependent Variables

Variables 1 2 3 4 5 6 7 8 9 10 11 12
1 Age 1
2 Gender .02 1
3 Education 22%* .08 1
4 Job Tenure 12* .08 16%* 1
5 Marital status .01 .03 .08 .03 1
6 Extrinsic JS .09 .02 .08 A16** | .02 1
7 Intrinsic JS .03 15** .09 A5** | 06 | .06 1
8 Overall JS .02 14* .07 A4* | 05| .06 81** 1
9 Distributive J .08 .07 .05 20%* | 04 | .85** .06 .06 1
N0 | Procedural J .05 .09 .07 A3* | .03 | .03 .04 .02 .07 1
11 | Interactional J .03 16** .08 14* | .06 .08 J6%* | 96%* .08 .03 1
12 |Organisational J .01 .15* .08 JA3* | .08 | .04 | .71** | 88** | .12* .01 .92%* 1
Mean .89 .55 1.15 1.65 | .87 | 14.49 | 41.54 | 42,51 | 14.38 | 20.00 | 42.15 | 42.66
Std. Deviation .78 49 .59 .90 .68 | 3.21 893 | 10.33 | 2.88 | 4.42 | 10.50 | 11.54
Alpha - 75 .84 .78 .82 .76 .79 .86

Notes: JS = Job satisfaction; J = Justice; significant at * p <0.05 & ** p < 0.01
Sources: developed by the authors.

Table 2 above demonstrates the correlation matrix, the mean, standard deviation values and the Cronbach
alpha coefficients of the demographic factors, organisational justice dimensions and job satisfaction of
employees from public and private health care institutions.

Table 3a. Multivariate Regression of Job Satisfaction and Organisational Justice

Equation Obs Parms RMSE R-sq F P
Extrinsic JS 300 7 3.176 0.0427 2.180 0.044
Intrinsic JS 300 7 8.615 0.0882 4,723 0.001
Ovwerall JS 300 7 9.901 0.1009 5.482 0.000

Sources: developed by the authors.
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Table3a displays multivariate regression analysis of demographic factors, dimension of job satisfaction
and overall job satisfaction. In regard to hypothesis one (Hai:) and hypothesis two(Haz:), 4.2% variance in
extrinsic J S, 8.8% variance in intrinsic JS and 10% variance in overall J S are accounted by demographic
factors. Further, the results indicated that demographic factors all together significantly predicted extrinsic JS,
intrinsic JS and overall job satisfaction respectively (F =2.18, p <0.05; F=4.72, p <0 .05; F=5.48, p <0.05).

Table 3b. Beta coefficients of Job satisfaction and Organisational Justice

Coefficients Std Err T P>/t/
Extrinsic JS Unstandardised Standardised
Age -0.49 -0.12 0.25 -2.01 0.045
Gender 0.14 0.02 0.37 0.37 0.714
Education 0.45 0.08 0.32 1.40 0.163
Tenure 0.55 0.15 0.21 2.65 0.009
Marital 0.08 0.02 0.27 0.30 0.766
Sector 0.12 0.02 0.38 0.33 0.744
Constant 13.29 0.62 21.56 0.000
Intrinsic JS Age 0.68 0.06 0.67 1.03 0.304
Gender -2.18 -0.12 1.01 2.17 0.031
Education 1.52 0.10 0.88 1.73 0.085
Tenure 1.73 -0.18 0.57 3.06 0.002
Marital 0.16 0.01 0.74 0.21 0.832
Sector 3.37 0.19 1.02 3.30 0.001
Constant 41.41 1.67 24.76 0.000
Overall JS Age 0.84 0.06 0.76 1.09 0.275
Gender -2.44 -0.12 1.16 -2.10 0.036
Education 1.47 0.08 1.01 1.46 0.147
Tenure 1.92 0.17 0.65 2.95 0.059
Marital 0.02 0.01 0.85 0.03 0.978
Sector 4,95 0.24 1.18 421 0.000
Constant 42.08 1.92 21.89 0.000

Sources: developed by the authors.

For the individual demographic factors and extrinsic JS from table 3b, age and job tenure are significant
predictors of extrinsic JS respectively (B =-0.12, p < 0.05; B = 0.15, p < 0.05) while gender, education and
marital status are not significant predictors of extrinsic JS respectively (B =-0.02, p>0.05; $ =0.08, p > 0.05;
B =0.02, p > 0.05). With respect to intrinsic JS, gender and job tenure are significant predictors of intrinsic
JS respectively (B = -0.12, p < 0.05; B = 0.01, p < 0.05) while age, education and marital status not are
significant predictors of intrinsic JS respectively (B =0.06, p > 0.05; B =0.10, p > 0.05; p = 0.01, p > 0.05).
For overall job satisfaction, gender and job tenure are significant predictors of overall JS respectively ( = -
0.12, p <0.05; p =0.17, p < 0.05) while age, education and marital status are not significant predictors of
overall JS respectively (B =0.06, p >0.05; § =0.08, p>0.05; § =0.01, p > 0.05).

Table 4a. Multivariate Regression Analysis of Demographic Factors and Organisational Justice

Equation Obs Parms RMSE R-sq F P
Distributive J 300 7 2.824 0.059 3.074 0.006
Procedural J 300 7 4374 0.047 2.124 0.050
Interactional J 300 7 9.954 0.119 6.608 0.000

Organisational J 300 7 10.939 0.1202 6.674 0.000

Sources: developed by the authors.

Table 4a displays multivariate regression analysis of demographic factors, dimension of organisational
justice and overall organisational justice.

In regard to hypothesis one (Hza:) and hypothesis two (Hz:), 5.9% variance in distributive justice, 4.3%
variance in procedural justice, 11.9% variance in interactional justice and 12.8% variance in overall
organisational justice are accounted by demographic factors. Further, the results indicated that demographic
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factors all together significantly predicted distributive justice, procedural justice, interactional justice and
overall organisational justice respectively (F = 3.07, p <0.05; F=2.12, p <0.05; F= 6.60, p <0.05).

For the individual demographic factors and distributive justice from table 4b, age and job tenure are
significant predictors of distributive Justice respectively (B =-0.12, p<0.05; B =0.21 p <0.05) while gender,
education and marital status are not significant predictors of distributive respectively (B = 0.06, p > 0.05; 3 =
0.04, p>0.05; p =0.05, p >0.05). With respect to procedural justice, only job tenure is a significant predictor
of procedural justice respectively (f =0.12, p < 0.05) while age, gender, education and marital status not are
significant predictors of procedural justice respectively (B = -0.05, p > 0.05; B =0.04, p > 0.05; =0.01, p >
0.05).

For interactional justice, gender and job tenure are significant predictors (f = -0.13, p <0.05; p=-0.17, p
< 0.05) while age, education and marital status are significant predictors of interactional justice respectively
(B =10.08, p>0.05; B =0.10, p>0.05; B =0.01, p > 0.05). For overall organisational justice, gender, job
tenure and marital status are significant predictors (B = -0.12, p < 0.05; = -0.15, p < 0.05;) while age,
education and are significant predictors of overall organisational justice respectively (f = 0.05, p > 0.05; B =
0.10, p >0.05; =0.03, p>0.05).

From table 5, the mediation of organisational justice between demographic factors and job satisfaction is
tested, indicating the direct and indirect effects on overall job satisfaction. Considering the direct effects and
standardised path coefficients, age, education, marital status have no significant effect on overall
organisational justice respectively (B = 0.001, p > 0.05; B = -.084, p > 0.05; p = .066, p > 0.05) while gender
and tenure had significant effect on organisational justice respectively (B =.133, p<0.05; B =.125, p <0.05)
and organisational justice in turn had significant effect on overall job satisfaction (B = .877, p < 0.05).
Examining the indirect effects and the standardised path coefficients, the results demonstrate that age,
education and marital status had no significant effect on overall job satisfaction respectively ( = .001, p>
0.05, p = .074, p > 0.05; B = .058, p > 0.05) while gender and job tenure mediated the relation between
organisation justice and overall job satisfaction respectively (B =.116, p <0.05; =.111, p <0.05).

Below is the structural equation model (SEM) with the unstandardised path coefficients, displaying
organisational justice perception mediating between employee demographics and overall job satisfaction in
public and private organisations.

Table 4b. Beta Coefficients of Demographic factors and Organisational Justice

Coefficients Std Err T P >/t/
Distributive J Unstandardised Standardised
1 2 3 4 5 6 7
Age -0.45 -0.12 0.22 -2.06 0.040
Gender 0.34 0.06 0.33 1.02 0.310
Education 0.19 0.04 0.29 0.67 0.504
Tenure 0.66 0.21 0.19 3.57 0.000
Marital 0.21 0.05 0.24 0.87 0.383
Sector -0.14 -0.02 0.34 -0.41 0.681
Constant 13.07 0.55 23.83 0.000
Procedural J Age -0.30 -0.05 0.34 -0.88 0.379
Gender 0.81 0.09 0.51 1.59 0.113
Education 0.28 0.04 0.45 0.63 0.526
Tenure 0.58 0.12 0.29 2.03 0.043
Marital 0.07 0.01 0.38 0.18 0.855
Sector 0.98 0.11 0.52 1.89 0.060
Constant 21.16 0.85 25.51 0.000
Interactional J Age 1.03 0.08 0.77 1.33 0.134
Gender -2.76 -0.13 1.17 -2.37 0.018
Education 1.69 0.10 1.02 1.66 0.097
Tenure 1.98 -0.17 0.65 -3.04 0.003
Marital 0.16 0.01 0.86 0.18 0.851
Sector 5.28 0.26 1.18 4.63 0.000
Constant 54.24 1.93 21.33 0.000
Organisational J Age 0.69 0.05 0.84 0.81 0.417
Gender -2.85 -0.12 1.28 -2.23 0.027
Education 1.91 0.10 1.12 1.71 0.088
Tenure -1.92 -0.15 0.72 -2.67 0.008
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1 2 3 4 5 6 7
Marital 0.46 0.03 0.94 0.49 0.626
Sector 6.35 1.30 4.89 0.000
Constant 41.00 2.12 19.31 0.000

Sources: developed by the authors.

Table 5. Direct and indirect effects of Path Coefficients on the relationship between demographic
factors, organisational Justice (OJ) and overall Job satisfaction (OJS)

Direct Effects B SE z Pvalues Remark

Age — organisational justice .001 .85 0.03 0.97 ns
Gender— organisational justice -13 1.36 -2.34 0.01 S
Education — organisational justice .08 1.15 1.44 0.14 ns
Job tenure — organisational justice -13 73 -2.20 0.03 S
Marital status— organisational Justice .07 .96 1.18 0.24 ns
Organisational justice — Overall Job satisfaction. .09 .02 31.65 0.00 S
Indirect effects

Age—Organisational justice—over all job satisfaction .001 .67 0.03 0.97 ns
Gender—organisationaljustice —overall job satisfaction -12 1.04 -2.34 0.02 S
Education—organisationaljustice—overalljob satisfaction .07 .90 1.44 0.15 ns
Tenure —organisational justice— overall job satisfaction -11 .58 -2.20 0.03 S
Maritalstatus—organisational justice—overall job .06 .76 1.18 0.24 ns

satisfaction
Note *Significant at p< 0.05, s: significant; ns: not significant.
Sources: developed by the authors.

1.2
education
.35

ojs -<—@ 25
oj ——( 8-173 1.3e+02 o

1.7
tenure
.81

.87
marital
.46

Figure 1. The structural equation modelling with the paths from the Stata software

Conclusions. The findings from the study made salient contributions to human resources management and
organisational behaviour literature in organisation studies. The finding demonstrated that age and job tenure
are significant predictors of distributive justice, procedural justice and extrinsic job satisfaction. This
presupposes that age and job tenure influence the fairness perception of employees with respect to distribution
of resources, and subjective assessment and feelings of satisfaction with extrinsic dimensions of their jobs in
public and private health care entities in Nigeria. Findings concurred with the empirical evidence of Lee and
Wilbur (1985) who reported that age and job tenure had significant effect on extrinsic job satisfaction.

Gender and job tenure are significant predictors of intrinsic job satisfaction while gender and job tenure
are direct significant predictors of overall organisational justice.09. The finding the gender is a predictor of
job satisfaction is consistent with the finding of Calvo-Salguero et al. (2011) who found that gender influenced
the level of job satisfaction of both men and women, with women having higher level of job satisfaction men.
The current finding further buttress the prior finding of Kavanaugh et al. (2006) who stated that job tenure
(professional experience as the number of years in service) had a relationship with job satisfaction and there
were differences as regards the categories of professional experiences.
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In terms of the indirect effects, gender mediated the relationship between organisational justice and overall
job satisfaction. Also, job tenure mediated the relationship between organisational justice and overall job
satisfaction. This implies that gender and job tenure have direct effect on the perception of organisational
justice and in turn have effect on job satisfaction. Accordingly, health professional who play managerial roles
should ensure fairness and consider job tenure and gender in the formulation of policy frameworks for the job
satisfaction of employees.

Limitations and Direction for Further Studies. The study came up with critical findings but not without
limitations. The study applied a cross sectional design and thus has limitations with determination of causal
links between the variables investigated. Therefore, further studies can consider longitudinal design to
investigate the nexus between job satisfaction and organisational justice. Also, other demographic variables
can be studied, which are not included in this paper.
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Timinenepe Orene Kopt, YuiBepcurer Appuku, Hirepis

Jemorpadiuyni XapakTepucTHKM Ta 3a/0BOJEHICTH PO0OTOI: TNOCePEeAHHULIbLKA POJb CIPHUAHATTSA
oprasi3aniifHoi cipaBeUTHBOCTI B Aep:KABHUX | NPUMBATHUX OPraHi3aniax oxopoHu 310poB’s B Hirepii

CeKTop OXOpOHH 370POB’ sl Ma€ BUpIMIANbHE 3HAYCHHS IS T00p0oOyTy HaceleHHs, JeMorpadiuHoi CTPYKTypH KpaiHu
Ta TPUBAIOCTI KUTTA, IO BU3HAYAIOTH EKOHOMIYHUH po3BHTOK. E(ekTHBHE Ta pe3ynbTaTuBHE HATAHHS MEITUYIHUX
IIOCIYI € OCHOBHMUM HAIIPSIMKOM JUISl 3alliKaBJIEHUX CTOPIH y CEKTOpi OXOpOHW 310poB’s B Hirepii. BigHomenHs
TNpaIiBHUKIB 10 pOoOOTH, 3aJ0BOJICHICTh HEIO, CIPHUHHATTS MEAMYHUMH NpalliBHUKAMH PO3MOJITY, HNPOLEAYyPH Ta
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\ SCIendo “Thinking ahead"
B3a€EMOJIIi BIAIPAIOTh KIIOYOBY POJIb Y NOCSTHEHHI BHUCOKOT SIKOCTI MemuuHOi jormoMord. OJHAK BelUKa KiJIbKiCTh
(hakTOpiB BIANOBITA€ 3a 3aJOBOJICHICTH POOOTOI0 MEOMYHUX MPAIliBHUKIB. Y CTaTTi aBTOPH aHANI3YIOTh 3B 530K MiX
JeMorpadpiuHIMU TOKa3HUKAMH Ta 33/I0BOJICHICTIO pOOOTOI0, & TAKOXK OCIIPKYIOTh TOCEPEAHUIIBKY POJIb CIIPHUAHSITTS
OpraHizaliifHOl CIPaBEAJMBOCTI MPAIliBHUKIB JEp)KaBHUX 1 MPHUBAaTHUX 3aKJadiB OXOpOHH 3m0poB’st B Hirepii.
JemorpadidHi MOKa3HUKH TaKi, SIK BiK, CTaTh, OCBITa, IOCBil POOOTH PO3TIISAAIOTE 3 OTJIIAY Ha 3arajbHY 3a/I0BOJICHICTD
poOOTOI0 Ta OpraHizaliifHy cHpaBemIHBIiCTh. J(OCTHiIKEHHS IPYHTYETHCS HA TEOPETHYHHUX 3acaliaX CIpPaBeIIMBOCTI
Anmamca 1965 poky. YV 1ipoMy AOCTiIKEHHI OyJI0 BUKOPHUCTAHO AW3aiH aHAITUYHOTO OIHMCOBOTO ONMUTYBaHHA. J[is
nmociimkeHHss Oyno BimiOpano 300 mpamiBHUKiB mpuBaTHEX (150 mparmiBamkiB) Ta aepxkaBHuX (150 mpamiBHHKIB)
3aKJIaiB OXOPOHH 3I0POB’S 32 IOTIOMOTOI0 MPOIENypH cTpaTh(iKoBaHOT BUMAaIKOBOi BHOipku. JlaHi Oymu 3i0pani 3
CaMO3BITY TIPAIiBHHUKIB 3a JOMOMOTOI CTPYKTYPOBAaHOTO OIMTYBAIbHHKA LIS TpamiBHUKIB. KimbkicTe OamiB Oyma
BM3HAUCHA 32 CYMOBAaHHMMH IIKAJIAMH 33J0BOJIEHOCTI POOOTOI0 Ta oOpraHizamiiiHoi cnpasernuBocti. Jlani Oymu
MIPOaHai30BaHl 3a JIOMOMOTOI0 0araro(akTopHOI perpecii Ta MOAENIOBaHHS CTPYKTYpHHX piBHSHb. Ha oCHOBI
MPOaHaAIi30BaHUX JTAHUX JOCITIJDKEHHS TOKa3aylo, IO CTaTh 1 TPUBAIICTh POOOTH OYyJIM OCHOBHHMH IMPEAUKTOPAMH
CIPaBEAJIMBOCTI PO3MOJITY, NPOLEAYPHOI CIPaBEAIMBOCTI Ta 30BHIIIHBOI 3aJ0BOJICHOCTI pPOOOTOIO, TOAI SK
oprasizaliifHa CIpaBeIMBICTh Maya 3HAYHUHN BIUIMB Ha 33JJ0BOJICHICTh POOOTOI0. 3 TOYKH 30py HENpsSMUX e]eKTiB,
oprasizaliiiHa CIpaBe/UIMBICTh OINOCEPEIKOBYBala 3B 30K MIiX CTaTTIO, NepeOyBaHHAM Ha IMOCAJi Ta 3arajbHUM
3aJI0BOJICHHSIM Biji poOOTH. ABTOpH JIaI0Th peKOMEHIallii, 11100 MeUYHI PalliBHUKY, SKi BiJIIOBIIAI0Th 32 YIPaBIIHCHKI
(yHKI1i1, 320€31euyBali CIIPaBE/IMBICTD 1 Bpax0OBYBaAIId TPUBAIICTh POOOTH Ta CTaTh Y (POPMYIIOBaHHI OCHOB MOJITHKA
JUIS 3arajibHOTO 33I0BOJICHHS MIPAI[iBHUKIB POOOTOLO.

KarwuoBi cioBa: opranizaiiiiHa CrpaBeIMBICTh, 33J0BOJICHICTh POOOTOI0, AeMorpadiyHi XapakTepUCTHKH,
3aKJIaJli OXOPOHH 3710poB’s, Hirepisi.
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