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Abstract

Organizational justice is a concept that expresses employees' perceptions of the extent to which they
are treated fairly, fairly, and equally. Previous research found differences in the dimensions of
organizational justice.  Organizational conditions must be considered when developing research
instruments. Researchers conducted a psychometric analysis to determine the validity and reliability
of the organizational justice scale construct in an educational organization setting and reveal the
dimensions that can form organizational justice variables. Organizational justice is measured by
procedural justice, distributive justice, interactional justice, and informational justice. The participants
were one hundred and sixty-two teachers in Banyumas Regency, Indonesia. The data analysis of this
research is Structural Equation Modeling (SEM) SmartPLS 3.2.8. The analysis results prove that the
dimensions and indicators that make up the construct of organizational justice are valid and reliable.
Thus, this measurement scale can be implied in research conducted in educational organizations in
Indonesia.
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INTRODUCTION individuals have received in the workplace
(Greenberg, 1987). Employees will
continuously measure and compare inputs and

work results. Therefore, organizational justice

Some research on organizational justice is
based on Adams Equity Theory, which assumes

that feelings of unfair treatment will arise if the
ratio between the person's results and the inputs
they provide for exchange is considered
unbalanced compared to others (Carrell &
Dittrich, 1978). The essence of this theory of
justice is that if employees perceive that the
rewards are inadequate, two possibilities can
occur: the individual will try to get a greater
reward or reduce the intensity of the effort
made. This theory explains that a person's
satisfaction depends on whether he feels there
is justice or injustice in a given situation.

Organizational justice is an individual's
perception of fairness in the decision-making
process and the distribution of outcomes that

will affect the behavior of individuals within
the organization.

Several researchers carried out several
studies on organizational justice in various
organizational ~ settings, including police
departments  (Tjahjono et al., 2016),
construction companies (Kogilavani, Yusliza,
and Fatimah, 2013), army officers (Olsen et al.,
2012), hotel industry (Nazarian et al., 2021; Li
et al., 2020). Organizational justice is proven to
affect teacher job satisfaction (Nojani et al.,
2012 ; Elma, 2013), organizational citizenship
behavior (Barusman & Mihdar, 2014),
psychological well-being (Ajala & Bolarinwa,
2015). Furthermore, perceived injustice can
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increase turnover (Addai et al., 2018), stimulate
destructive behavior (VanYperen et al., 2000).
Therefore, an appropriate organizational justice
research instrument is needed to support the
accuracy of the research design.

Research on organizational justice has been
widely carried out in various settings, but little
research has been conducted in educational
organizations. The research results by Shamma
(2015) recommend studying organizational
justice with people from different cultural
backgrounds because culture contributes to the
formation  of individual  psychological
dynamics. Educational organizations have a
unique organizational culture, so it is essential
to research organizational justice in educational
institutions. Principals must create a fair
organizational climate, at least in professional
interactions (Hoy & Tarter, 2004), because
workplace injustice can hurt teacher well-
being. Even if teachers believe they are being |
mistreated, they will slow down their work and
stay away from the principal (Aydin &
Karaman-Kepenekci, 2008).

This study examines organizational justice
from a psychometric point of view in the
cultural environment of schools. Research on
organizational justice in educational
organizations is rarely done. Because there is
no research instrument specifically used to
measure organizational justice in Indonesia,
this research examines the construction of an
organizational justice scale applied to
educational organizations psychometrically.
Several research instruments are designed to
measure organizational justice. However, there
are differences of opinion about the dimensions
that constitute the construct of organizational
justice.

Addai et al., (2018) and Ali Khalil & Sharaf (
2014) examined the organizational justice of
teachers in Ghana and Egypt using the
Organizational Justice Index instrument based
on the dimensions of measuring distributive
justice, procedural justice, and interactional
justice (Niehoff & Moorman, 1993). Research
on employees in the public sector in Pakistan
and hotel employees in Spain also utilized
organizational justice instruments developed by

Niehoff & Moorman (Moliner et al., 2008;
Zafar Igbal et al., 2017). Meanwhile, research
on manufacturing employees uses Colquitt's
tool (Colquitt, 2012), including procedural
justice, distributive justice, informational
justice, and interpersonal justice (Kogilavani et
al., 2013).

Siswanti et al., (2020) recommend measuring
the dimensions of measuring instruments for
individuals in units with relatively similar
perception, cognition, attitude, interest, and
behavior. Therefore, organizational justice is
socially constructed for organizational justice
research, and one must understand the
organizational context in which the individual
is located (Erkutlu, 2011).

This study aims to analyze the structure of
factors and determine the wvalidity and
reliability of the Indonesian version of the
organizational justice scale. In contrast to
previous research, this study wused a
psychometric analysis with teacher respondents
who worked in educational organizations.
Researchers modified the organizational justice
scale with procedural justice, distributive
justice, informational justice, and interpersonal
justice (Cropanzano & Molina, 2015; Olsen et
al., 2012; Omar et al., 2018). So, the purposes
of this study are 1) to test the construct validity
and reliability of organizational justice 2) to
analyze the dimensions and indicators that can
shape organizational justice. The researchers
hope that these psychometric analysis results
can be used to conduct research in educational
institutions.

LITERATURE REVIEW

Some research-based equity theory is declining
because of several new approaches to studying
organizational  justice.  Furthermore, the
element of equity theory assumed that: 1)
people try to create and maintain a just
community, 2) if there is a condition of
injustice, it will motivate individuals to reduce
and eliminate it, 3) the more significant the
perception of injustice, the greater motivation
to act and to reduce the condition of the
tension, 4) people will notice the unpleasant
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injustice more quickly than the pleasant one
(Carrell & Dittrich, 1978).

Moreover, in 1987, the concept of
organizational justice emerged using a
taxonomic pattern. There are four theories of
justice:  content-reactive  theory, content-
proactive theory, reactive-process theory, and
proactive-process theory. The difference in
these dimensions is found in eliminating
injustice and pursuing justice (Greenberg,
1987).

The content-reactive theory is a conceptual
approach to fairness that examines individual
responses to ill-treatment and how they react to
the unfair distribution of various rewards and
resources. Most people will respond negatively
to injustice. The proactive content theory
studies individuals' efforts to achieve a fair
distribution of results. The process-reactive
theory examines personal reactions to decision-
making procedures. The Proactive-process
approach analyzes individual efforts to
determine the strategies used to achieve justice
(Greenberg, 1987).

Procedural justice is the basis for the
legitimacy of an institution. The fair procedure
can reduce the "ill effect" of inappropriate
results. When employees believe that their
leader has used the planning process fairly,
they will provide more support, commit more
to the organization, and foster trust and
commitment, encouraging cooperation
(Cropanzano & Molina, 2015).

There are two theories in the study of
procedural justice, namely the self-interest
model and the group-value model. Thibaut and
Walker proposed the self-interest model in
1975, which explains how procedural fairness
can be achieved when every individual
involved in a process or procedure benefits
even if it is not entirely in line with the
common interests (Cole & Flint, 2004). In this
model, decision control refers to the degree of
employees' ability to control the decisions
made by the organization because they want to
get satisfactory results for their personal needs.

Furthermore, Lind & Tyler (In
Siswanti et al., 2020) believes that procedures

based on personal interest will be difficult to
achieve justice because employees need to be
noticed as members of the organization.
According to the group-value model,
procedural fairness can be felt if the existence
of employees is respected and appreciated.
Leaders who prioritize togetherness and
consider employees to have a voice in decision-
making will encourage employees to innovate.
Therefore, leaders must be able to empower
employees so that employees find meaning in
their work (Cobanoglu, 2021).

Distributive justice is an employee's
assessment of the organization's results and
rewards (Cropanzano & Molina, 2015). These
rewards can be in the form of financial and
promotional opportunities (Colquitt, 2012). The
basic principle of distributive justice is based
on comparing the results obtained by one
person to those of other employees.
Distributive justice refers to the basic concept
of equality or equity. This concept is based on
the translation of justice as equal pay (such as
salary and other incentives) for work done.
Employees perceive fairness when the ratio
between input (effort) and results (reward) is
proportional to the percentage of other
employees(Robbins & Judge, 2007).

The existence of social sensitivity
indicates interactional justice in organizations,
for example, when a leader treats his
subordinates with respect and dignity.
Interactional justice describes subordinates'
perceptions of fairness in social interaction
(Robbins and Judge, 2007). In interactional
justice, it is assumed that humans, as
organizational members, can pay attention to
symbols that reflect their position within the
organization. Therefore, humans try to
understand, seek, and maintain  social
relationships in organizations.

Interactional justice is divided into two
types, namely interpersonal justice and
informational justice. Interpersonal justice
refers to how subordinates are treated by their
superiors at work. Interpersonal justice is
strengthened  when  managers  respect
subordinates, treat subordinates with dignity
and sincerity and portray leaders as not making
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untrue statements or offending subordinates
(Colquitt, 2001).

Greenberg argues that interpersonal
justice is related to the communication process
between superiors and subordinates. Therefore,
politeness and respect are essential components
in determining whether or not an interaction is
fair. For example, when the leader does not
approve or reject the results of the work of his
subordinates but shows concern, the attendants
perceive it to be more justified. Informational
justice is a social aspect of procedural justice
that focuses on information obtained by
individuals regarding the certainty of
procedures and providing accurate information
about these processes and procedures.
Informational justice is the right to information
and a proper explanation of the procedures to
be followed when decisions are made (Deepak,
2021).

METHOD
Research Design

The quantitative research approach was used,
especially the psychometric analysis of the
organizational justice scale. The research
instrument used is the Indonesian version of the
organizational justice scale, which was
developed based on the dimensions of Colquitt
(2001), namely procedural justice, distributive
justice, informational justice, and interpersonal
justice. Response choices are graded on a
Likert scale ranging from 1 to 5, with the
higher the score indicating the perceived level
of organizational justice.

Sample and Data Collection

This study involved 162 teachers from
educational institutions in the Banyumas
region, Indonesia. 88.3% of respondents are
over 30 years old, while 11.7% are under 30.
When viewed from the service period, 11.7%
of respondents have worked less than five
years, 37.1% have 6-15 years of service,
41.3% have 16-25 years of service, 9.9% %
have less than five years of service.

Analyzing of Data

The psychometric analysis was performed to
calculate convergent validity, discriminant
validity, construct reliability, and composite
reliability (Ramayah et al., 2018). Convergent
validity aims to determine the validity of each
correlation between indicators and their latent
constructs or variables. The outer loading or
loading factor value and the Average Variant
Extracted (AVE) value were used to test the
convergent validity. An indicator is declared to
meet the excellent category's convergent
validity if all have outer loading values is
greater than 0.5 (Abdillah & Jogiyanto, 2015).
Thus, the higher the loading factor value, the
more critical the loading role in interpreting the
factor matrix is. The indicator is valuable if
AVE value for each variable is more significant
than 0.5 (Hair Jr et al., 2010).

Discriminant validity is the degree of
mismatch between the attributes that the
measuring instrument should not measure and
the theoretical concepts about the variable.
Discriminant Validity can be calculated using
the cross-loading value of the manifest variable
against each latent variable. For example, the
latent variable's correlation and its indicators
(the manifest variable) are more significant
than those with other latent variables. It is
assumed that the latent variable predicts its
indicator better than other latent variables
(Abdillah & Jogiyanto, 2015).

The construct reliability was also tested using
composite reliability and Cronbach's alpha
from the indicators measuring the constructs.
Composite reliability was used to test the
reliability value of indicators on a variable. A
variable can be declared to meet the composite
reliability if its value is more significant than
0.7. The reliability test with the composite
reliability was strengthened using the Cronbach
alpha value. A variable can be stated reliable if
it has a Cronbach alpha value of> 0.6 (Abdillah
& Jogiyanto, 2015).
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RESULT AND DISCUSSION Table 3. Cross Loading

The results of the convergent validity analysis PJ DJ IFJ INJ
can be seen in table 1: PJ 0,666 0,442 0,456 0,532
. . . ] DJ 0,256 0,677 0,553 0,421
Table 1. Variable-Dimension Factor Loading = 0,522 0,678 0,707 0,681
Value INJ 0418 0,298 0,765 0,872
Dimensions Loading  Description The construct reliability analysis results
Factor measured by composite reliability and
Procedural Justice 0,583 Valid Cronbach's alpha can be seen in table 4.
Distributive Justice 0,924 Valid
Informational Justice 0,562 Valid Table 4. CompOSite Rellablllty and Cronbach's
Interpersonal Justice 0,842 Valid Alpha
The evaluation results of the outer model also , _
found that the loading factor value from the Crz\r;bﬁghs (F:egllrina%?lsiltte
dimension to the indicator has a value of > 0.5, Procedural Justice 0,(?26 0.752 Y
as shown in table 2: — -
Distributive Justice 0,717 0,754
Table 2. Dimension-Indicator Loading Factor Informational Justice 0,730 0,799
Values Interpersonal Justice 0,706 0,770
Indicator Loading Description These results indicate that the organizational
Factor justice construct has a composite reliability
PJ1 0,755 Valid value above 0.70 and Cronbach's alpha above
PJ2 0,818 Valid 0.60, so it can be concluded that the construct is
PJ3 0,540 Valid reliable. This analysis proves that the
Bj; 8’228 x:::: organizational justice scale with procedural
DJ3 0:722 Valid justice, distributive justice, informational
IFJ1 0717 Valid justice, and interpersonal justice and
IFJ2 0,654 Valid informational justice is appropriate for use.
IFJ3 0,735 Valid These findings are similar to those of Olsen in
IFJ4 0,591 Valid Norway (Olsen et al., 2012), Omar in
:mjé 8’223 x:::: Argentina (Omar et al., 2018), and Shibaoka et
™NE 0808 Valid al. in Japan (Shibaoka et al., 2010).

The Average Variance Extracted (AVE) value
of organizational justice is 0.554. The loading
factors and AVE results indicate that each
dimension has good convergent validity so that
the indicators are declared valid to be used as
research  instruments.  Furthermore, the
discriminant validity test is carried out to prove
whether the construct's indicator will have the
most significant loading factor formed by
combining the loading factor with other
constructs. The discriminant validity test uses
the cross-loading value. When an indicator is
declared to meet the discriminant validity, the
needle's cross-loading value on that variable is
the largest when compared to other variables.
The results are shown in table 3:

The validity of organizational justice
measures needs to be improved, and it is
necessary to investigate the source of justice
(Olsen et al.,, 2012). Therefore, different
organizational  settings  require  various
measurement tools for organizational justice.
The justice climate must always be maintained
in school organizations because it affects the
educational process.

This study's significant findings prove
that the dimension of distributive justice is the
most dominant in shaping the construct of
organizational justice in educational institutions
(loading factor value = 0.924). Furthermore, the
dimension of interpersonal justice also has a
high factor loading value, namely 0.842.
Yilmaz & Tagdan (2009) also argue that
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distributive justice plays an essential role in
achieving individual satisfaction.

Distributive justice is assessed using
three perspectives, namely equity, equality, and
need. Equity means that employees are
rewarded for their contributions to the
company, whereas equality means that every
employee has the same opportunity in results or
compensation. Need means providing products
or benefits based on employee personal needs
(Cook & Hegtvedt, 1983). In this study,
"equity" is evaluated from teachers' respect for
their contributions to the school. So if teachers
work  overtime and complete  school
assignments well, they deserve to be given
more overtime pay than other teachers who
don't work overtime. "Equality" is estimated
based on the opportunity given to all teachers
to get equal compensation. Principals should
give male and female teachers equal
opportunities to develop their careers. The
principal must respect teachers' differences in
the division of tasks, not discriminate against
race, gender, religion. "Need" is evaluated by
measuring rewards according to the teacher's
personal needs, that is, providing benefits or
based on the teacher's needs.

The findings of this study reinforce the
importance of distributive justice in education
organizations. Several previous studies have
shown that procedural and distributive justice
plays a significant role in determining
organizations' negative behavior (Palupi &
Tjahjono, 2016). The results of Ajala &
Bolarinwa  (2015) research show that
distributive justice and interactional justice
affect the psychosocial well-being  of
employees. On the contrary, procedural justice
and distributive justice can affect teachers'
intention to resign from the teaching profession
(Addai et al., 2018). If the teacher does not
believe he is being treated fairly, he will be
dissatisfied with his job. For this reason, the
implementation of distributive justice in
education organizations is essential.

Measurement of interactional justice is
also important because if the principal is treated
politely and dignifiedly, it can boost self-
confidence and improve mental health in the

workplace (Ajala & Bolarinwa, 2015). Eres et
al., (2014) found a correlation between
distributive justice and interactive justice. The
teacher views that giving all teachers the same
assignment and responsibility is a positive
relationship between the principal and the
teacher. Interactional justice has also been
shown to affect schools' organizational
identification: a sense of belonging to the
school's vision and mission and a sense of
belonging. In this study, interactional justice
was measured by three indicators, namely INJ1
(loading factor value = 0.608), INJ2 (loading
factor value = 0.836 and INJ3 (loading factor
value = 0.808). These findings suggest that
interactional justice can be implied in schools
through  positive  interactions  between
principals and teachers. Hamzah et al., (2021)
recommend integrating elements of trust and
respect into the relationship between leaders
and subordinates to motivate subordinates to
explore their roles in the organization.

Open leaders are approachable and
communicate well, encouraging employees to
express their expectations (Nguyen et al.,
2019). When the principal communicates
openly with teachers, it encourages them to
express their aspirations. Udin et al., (2021)
prove that leaders can provide inspirational
motivation to encourage subordinates to
achieve long-term  organizational goals.
Zubaidah et al.,, (2021) recommend that a
school principal's leadership style balances
school tasks and social relations. In educational
organizations,  principals must  provide
opportunities for teachers to participate in the
change process, encourage teachers to build a
tradition of mutual support during the change
process, be open, and open up opportunities for
positive feedback for all parties involved.

This description proves that the
development of a scale of organizational justice
in educational organizations can be used to
make changes and improvements to school
organizations. This study has limitations
because it only involved female participants
and was conducted in one type of school.
Future researchers can validate this measuring
instrument with a wider variety of participants.
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Conclusion

The results of the psychometric analysis
showed that the organizational justice scale
compiled in this study was both valid
(convergent and discriminant validity) and
reliable (Composite Reliability and Cronbach's
Alpha). As a result, the Indonesian version of
the organizational justice scale derived from
Colquitt's (2001) dimension can be used to
measure the fairness of teacher organizations in
educational organizations. The advantage of
this measuring tool is its specific context in
educational organizations. Due to its simplicity,
the  measurement tool can  provide
recommendations on what dimensions need to
be concretely improved by parties involved in
educational management.

This study has limitations because the research
sample is teachers who are willing to be
participants, so they are less representative in
generalizations.

Principals are advised to pay attention to all
dimensions of organizational justice in leading
teachers because it is proven that all
dimensions of organizational justice can be
applied in educational organizations. Further
researchers must expand the scope and variety
of research subjects for future researchers.
Other validity analyses need to be done, such as
predictive validity, to add information to
improve aspects related to education
management
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