INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VII July 2025

% RsIS ¥

Interactional Justice and Job Satisfaction in the Philippine
Publishing Workplace: A Mixed-Methods Study Toward Values-
Based Leadership Development

Jocelyn C. Manansala®, Javad Torkashvand, Francis Michael P. Yambao
PhD Student, Graduate School, Centro Escolar University Manila

“Corresponding author

DOI: https://dx.doi.org/10.47772/1JRISS.2025.907000340

Received: 10 July 2025; Accepted: 12 July 2025; Published: 16 August 2025

ABSTRACT

This mixed-methods study examined the relationship between interactional justice and job satisfaction among
employees in a Philippine publishing company, aiming to support values-based and culturally responsive
leadership development. Grounded in organizational justice and equity theories, interactional justice—
characterized by respectful, empathetic, and transparent communication—emerged as a key determinant of job
satisfaction. A total of 118 employees completed the Job Satisfaction Survey (JSS) and the Interactional Justice
(1J) subscale of the Organizational Justice Scale. Quantitative findings revealed a moderate-to-strong positive
correlation (r = .530, p < .001) between interactional justice and job satisfaction, with regression analysis
confirming its predictive strength (F(1, 116) = 45.21, p < .001). Generation significantly influenced job
satisfaction, with Generation Z reporting higher satisfaction than Millennials, while years of service affected
perceptions of justice, suggesting a decline over tenure. Job role did not yield significant effects. Qualitative
responses from open-ended survey questions, analyzed using reflexive thematic analysis, offered culturally
grounded interpretations of interactional justice in the Philippine workplace. Filipino values such as
pakikipagkapwa, malasakit, katapatan, pag-unawa, pakikisama, and pagpapakatao shaped perceptions of
fairness through relational encounters with managers and supervisors. Leadership behaviors such as active
listening, empathy, and transparency were consistently valued. Due to time constraints, additional qualitative
methods such as interviews and focus groups were not included. Nevertheless, thematic insights from employee
narratives served as the foundation for a leadership training and development framework grounded in Filipino
cultural values and workplace realities in the publishing sector. The study underscores the importance of
equitable, values-based practices and targeted strategies to sustain employee satisfaction and engagement. Future
research may explore longitudinal designs and expanded qualitative methods to examine how interactional
justice and leadership behaviors evolve across organizational transitions and cultural contexts.

Keywords: Interactional Justice, Job Satisfaction, Leadership Development, Mixed-Methods Research,
Philippine Publishing Workplace

INTRODUCTION

Organizational efficiency in today's changing and more human-centered work contexts depends on cultivating
employee satisfaction. Employee performance, retention, well-being, and organizational commitment are all
significantly affected by job satisfaction, which is often defined as the good emotional state brought on by one's
work experience (Judge & Kammeyer-Mueller, 2012). Organizational justice, or the perceived fairness in the
work environment, is one of the numerous elements that influence job satisfaction and has gained significant
attention in organizational behavior research. It is categorized into three dimensions: distributive justice, which
concerns the fairness of allocation of resources, incentives and recognition (Lee & Rhee, 2023); procedural
justice, which focuses on the transparency and consistency of decision-making processes; and interactional
justice, which highlights respect, empathy, and openness within the organization (Chun, 2024).

It is pertinent and appropriate to look into the connection between interactional justice and job satisfaction,
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particularly as businesses attempt to create inclusive, equitable, and stimulating work environments. The two
main subcomponents of interactional justice are informational justice (giving sufficient and accurate
explanations) and interpersonal justice (being courteous and respectful). In addition to improving views of
justice, these leadership practices—respectful communication, active listening, and open information sharing—
also foster trust and promote the wellbeing of employees (Colquitt et al., 2001; Cropanzano et al., 2007). Even
if the literature on organizational justice is expanding, there is still a significant study vacuum about the precise
function of interactional justice in predicting job satisfaction, especially in knowledge- and service-intensive
sectors like educational publishing. Understanding how fair interpersonal treatment adds to job happiness is of
considerable practical relevance in industries like these, where leadership behaviors and interpersonal
interactions have a big impact on staff morale.

The ideas of organizational and interactional justice, which were primarily created in Western academic
environments, might not yet have well-established equivalents in local workplace practices in the Philippines.
They are therefore deserving of contextual study since their applicability, perception, and impacts may differ
depending on the cultural and organizational environment. Additionally, moderating factors like tenure, job role,
and generation may have an impact on how interactional justice is viewed and how it impacts job satisfaction.
This study examines how interactional justice relates to job satisfaction among employees in a local book
publishing company. It explores leadership actions that enhance perceptions of fairness and evaluates whether
interactional justice serves as a key predictor of job satisfaction.

The reasoning is based on the idea that encouraging interactional justice through leadership development and
training can result in more transparent, communicative, and sympathetic leaders’ elements that increase
employee engagement and enhance organizational results. It is anticipated that the research's conclusions, which
highlight fairness-driven communication and interpersonal treatment, will offer practical guidance for human
resources and leadership development initiatives. In the end, these initiatives can support the development of
moral and enduring corporate cultures where justice, dignity, and trust are fundamental principles, which will
benefit both present and future business leaders.

Objective

This study aims to shape leadership training efforts by exploring key aspects of interactional justice and job
satisfaction, leading to the following research questions:

Research Problem

1. What is the relationship between interactional justice and job satisfaction among employees in a book
publishing company?

2. Does interactional justice predict job satisfaction levels?

3. Do factors such as generation, length of service, and job role influence employees’ perceptions of
interactional justice and job satisfaction?

4. What themes related to interactional justice emerge from employees' experiences, particularly with
regard to leadership behaviors such as respect, active listening, transparency, and empathy, and how can
these insights be integrated into a leadership training program?

Theoretical Framework and Conceptual Framework

This study is grounded in Organizational Justice Theory and Equity Theory. These theories explain how
perceptions of fairness influence employee attitudes and behaviors, with a specific focus on job satisfaction as
the dependent variable in this study.

Interactional justice, a subcategory of organizational justice (Colquitt, 2001) that reflects the perceived fairness
of interpersonal treatment, serves as the independent variable. Employees who perceive fair interpersonal
treatment tend to exhibit higher job satisfaction. Whereas those who experience unfair treatment tend to have
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lower job satisfaction.

The other theory explored in this research, Equity Theory (Adams, 1965), suggests that employees evaluate their
efforts versus rewards received, often referred to as the input-output ratio. It also assumes that when employees
perceive fair treatment, they experience higher job satisfaction.

Building on these theories, this study proposed a relationship between interactional justice and job satisfaction,
emphasizing fairness in interpersonal treatment as a key factor in employee job satisfaction, addressing the
primary research question.

Interactional Justice |::> Job Satisfaction

This study also examined demographic factors as moderating variables. The conceptual framework is presented
below:

Demographic Factors

) Varied Job
) Interactional ; )
Generation Justice Satisfaction
Years of Service Outcomes

Job Role

This framework suggests that interactional justice directly influences job satisfaction, while demographic
factors—such as years of service, generation, and job role—moderate this relationship, shaping how different
employee groups perceive fairness and experience job satisfaction.

LITERATURE REVIEW

Organizational justice is how fairly an organization treats its people. It includes fairness in the results,
procedures, and personal interactions. Distributive justice is known as fair outcomes and decisions in the
workplace, like equal pay, raises, and promotions (Adams, 1965). Procedural justice pertaining to the way
outcomes are decided is based on accurate information and ethical standards. It should consider everyone's
opinions, permit suggestions and arguments, be impartial, and be applied uniformly (Leventhal, 1980; Thibaut
& Walker, 1975). People being informed about the processes and choices that impact them, as well as feeling
valued and treated with dignity, are all components of interactional justice (Bies & Moag, 1986; Lind & Tyler,
1988).

Organizational justice is crucial because it relates to various job attitudes, stress levels, and behaviors. People’s
views on organizational justice have a moderate link to job satisfaction and obligation to the organization (Rupp
et al., 2014). In terms of behavior, views on justice are somewhat connected with task completion and positive
extra-role activities like volunteering (Rupp et al., 2014). These perceptions are also somewhat associated with
stress and burnout (Robbins et al., 2012). Additionally, perceptions of justice have a moderate correlation with
intentions to leave the company (Cohen & Spector, 2001) and a modest correlation with actual turnover
(Rubenstein et al., 2017).

Perceptions of justice influence attitudes, stress levels, and behaviors, particularly in relation to distributive,
procedural and interactional justice. This becomes relevant when a company faces constraints, such as being
unable to increase wages or offer larger raises. “Positive attitudes and behaviors can result from using fair
methods and communicating those results in a courteous and transparent manner, even in the absence of positive
results.” Rupp et al. (2014) found that perceptions of procedural and interactional justice had a moderate impact
on task performance.” Additionally, providing a sufficient explanation reduces the likelihood of employee
retaliation following a decision by 43% (Shaw, Wild, & Colquitt, 2003, p. 451). Therefore, there are many
opportunities to enhance workforce outcomes by focusing on how employees perceive fairness.
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Distributive justice refers to how fairly outcomes such as pay and feedback are shared among employees. It
happens when workers feel that the distribution of these outcomes is fair (Colquitt et al., 2013). Results can be
more abstract, like getting good feedback, or more concrete, like a wage. Distributive justice is created when
workers perceive that they are paid fairly or treated equitably (Adams, 1965). While distributive justice takes
into account the results, procedural justice looks at how fair the decision-making process is that leads to the
results. Procedural fairness is experienced by employees when they believe they have a voice in the process.
Procedures are considered fair when they are truthful, dependable, ethical, and impartial (Colquitt et al., 2013).

Interactional justice focuses on how people are treated during the decision-making process. Fair treatment is
perceived when employers demonstrate dignity, respect, and thoughtfulness while clearly explaining their
decisions (Colquitt et al., 2013). Interactional justice encompasses both interpersonal and informational justice.
Interpersonal justice is about how organizations treat their employees, focusing on showing respect and being
courteous and Informational justice is concerned with whether employers give their employees enough
information, emphasizing the importance of being timely, specific, and truthful (Colquitt, 2011).

Employee job satisfaction, or the extent of positive feelings of contentment and fulfillment one has regarding
their job, is an important workplace element that is closely linked to perceived fairness in workplace interactions,
particularly through interactional justice. Hoffman-Miller (2024) explains Adam’s Equity Theory (1965), which
suggests employees perceive fairness by comparing their contributions to their rewards, shaping their overall job
satisfaction. Interactional justice, focused on the quality of interpersonal treatment from leaders, reinforces
perceptions of fairness.

Employees who receive respectful, empathetic, and transparent communication tend to report better job
satisfaction. On the other hand, when leadership interactions are seen as unfair can diminish morale, emphasizing
the importance of training programs that equip leaders to promote fairness, transparency, and trust.

These individual perceptions of fairness contribute to broader organizational justice. Organizational justice
affects both individuals and teams. Most studies focus on how it impacts individuals, but there is also evidence
that it plays a role at the team level, especially regarding team climate. Employees' perceptions of fairness can
be influenced by the work environment and team dynamics, shaping an overall justice climate.

Recent research suggests that distributive, procedural, and interactional justice climates influence employee
creativity and adaptability, especially in uncertain work environments (Sun et al., 2023).

Another factor that predicts fairness in an organization is employee engagement. Studies indicate that ethical,
justice, and competitive climate perceptions significantly impact employee commitment, reinforcing the role of
fairness in fostering engagement (Ertosun, 2023). In addition, trust in leadership and perceptions of justice have
been found to enhance employee identification and affective commitment, further supporting the importance of
fairness in organizational settings (Gonzalez-Céanovas et al., 2024).

When events take place in an organization, they can affect how employees feel. Different employees react to
these events in various ways, often based on their personal outlook. Further, some workers could experience
higher levels of anxiety than others amid a crisis. Research on stress indicators among government employees
in Zambales, Philippines found that workplace challenges, including heavy workloads and bureaucratic
procedures, significantly impact employee engagement and commitment. The study emphasized how stress and
emotional responses influence perceptions of fairness within organizations, affecting employees' overall well-
being and job satisfaction (Olipane et al., 2023).

Fairness in the workplace is important in shaping individual experiences, team dynamics, and overall
organizational success. Studies show that perceptions of fairness contribute to trust, cooperation among
employees, stronger engagement, and improved job performance and satisfaction, according to studies (Colquitt
et al., 2013). Organizational justice is associated with negative outcomes like unproductive work habits, high
turnover, and burnout. Employees who perceive organizational processes and outcomes as fair are typically less
likely to engage in negative workplace behaviors (Colquitt et al., 2013).

Page 4194 www.rsisinternational.org


http://www.rsisinternational.org/

INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS)
ISSN No. 2454-6186 | DOI: 10.47772/1JRISS | Volume IX Issue VII July 2025

% RsIS ¥

An important factor in fostering fairness within the workplace is organizational justice, comprising distributive,
procedural, and interactional justice (Lee & Rhee, 2023). Research continues to show that employees experience
higher job satisfaction when they perceive fairness in their organization (Herawati & Sunaryo, 2023).

The relationship between organizational justice and job satisfaction is a key perspective in the workplace,
influencing employee commitment, motivation, and overall well-being. The concept of organizational justice,
which includes distributive, procedural, and interactional justice, substantially affects employees' sense of
fairness and, in turn, their degree of job satisfaction.

Distributive justice pertains to the perceived fairness of rewards, including compensation and promotions, while
procedural justice focuses on the transparency and consistency of decision-making processes. Interactional
justice, which emphasizes respectful treatment and open communication from leadership, further promotes
employee morale and trust.

The connection between organizational justice and job satisfaction is an important consideration in the
workplace, as it affects employee motivation, commitment, and well-being. When employees perceive fairness
across distributive, procedural, and interactional areas, they tend to be more engaged and productive. On the
other hand, a lack of fairness can lead to dissatisfaction, disengagement, and a stronger desire to leave the
organization.

This relationship is also shaped by factors like leadership style, communication practices, and company culture,
which can either strengthen or weaken the effect of fairness. This highlights the need for organizations to apply
fair policies, practice open communication, and make decisions transparently to create a supportive and
productive work environment (Chen et al., 2024).

A study among Malaysian workers supports this, showing that both distributive and procedural justice positively
affect job satisfaction. Employees felt more satisfied when they believed that resources were distributed fairly
and procedures were consistently followed.

In another study on employees in Indonesian educational institutions, it was found that procedural and
distributive justice positively influence job satisfaction, which in turn strengthens organizational commitment
(Bagis, 2018). This highlights how fairness in resource distribution and consistency with procedures fosters
workplace satisfaction and reduces turnover intentions.

Additionally, a study that looked at nurses' perspectives showed that job satisfaction partially mediates the large
impact that organizational justice has on job performance. This suggests that treating people fairly at work not
only increases their job happiness but also helps them perform better on the job (Mashi, 2017). Research has
indicated a strong correlation among job satisfaction and organizational justice in the setting of Jordanian
electrical industrial businesses.

Prioritizing fair treatment in the workplace by the managers is important in fostering employee job satisfaction
as perceptions of organizational justice influence job contentment. Research conducted in a Philippine hotel
setting reinforces this, demonstrating that distributive and interactional justice positively impact employees’ job
satisfaction (Sia & Tan, 2016).

Furthermore, a study conducted in the hospitality sector of Adiyaman found a strong and favorable
correlation between job satisfaction and perceived organizational justice, underscoring the influence of
fairness perceptions in raising employee satisfaction within the service industry (Donbak & Kirpik, 2021).

Taken together, these findings reinforce the role of organizational justice in shaping job satisfaction across
diverse industries and cultural settings. As Mashi (2017) notes, organizations seeking to enhance employee
well-being and performance should implement policies that promote equity in outcomes, procedures, and
interpersonal interactions.

While interactional justice is widely explored in foreign literature through interpersonal fairness, respect, and
transparency, Filipino workplace dynamics reveal culturally grounded interpretations of these constructs.
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The deeply ingrained value of pakikipagkapwa-tao, which is a shared identity that recognizes others as fellow
beings, naturally parallels interactional justice as practiced in Philippine organizations, where respect, openness,
and fairness in interpersonal dealings are emphasized. In social interactions, this norm reflects a strong emphasis
on empathy, compassion, and mutual regard (Pe-Pua & Protacio-Marcelino, 2000).

Malasakit, or genuine concern for others, is evident in leadership approaches that prioritize emotional support
and employee well-being (Dalisay & Ong, 2015). Filipino employees consistently place high importance on
interpersonal fairness, as shown in studies by Tamayo and Gregorio (2013) and Lazaro et al. (2019), which link
empathetic leadership communication to affective commitment and job satisfaction.

Delgado and Garcia (2020) observed that "positive interpersonal treatment, especially by those in authority,
strengthens work commitment and loyalty" and this resonates with core principles of interactional justice,
particularly when leaders communicate with empathy and transparency. They also highlighted the role of
pakikisama (smooth interpersonal relationships) in fostering workplace harmony.

Taken together, these values situate interactional justice not merely as procedural fairness, but as a form of
relational ethics deeply rooted in Filipino cultural norms.

METHODOLOGY
Research Design

This study utilized a descriptive research design incorporating both quantitative and qualitative methods to
examine employees' perceptions of interactional justice and job satisfaction within a book publishing house. A
combination of standardized surveys and semi-structured qualitative interviews embedded within an online
survey form was utilized to gather comprehensive data.

Research Participants

The sampling size was determined based on the total workforce of the book publishing house at the time of data
collection. There were 142 employees in the company, but ten employees with less than three months of service
were excluded to ensure the responses reflected experiences within a reasonable period of employment. This
resulted in a total of 132 eligible participants. The survey was distributed via email, and 118 employees,
comprising both staff and officers, accomplished the questionnaire, giving a response rate of 89%. This exceeded
the required minimum sample size of 98 using Slovin’s formula, making the data substantial to gain meaningful
insights into the company's workplace dynamics.

While the sample size of 118 participants reflects the constraints of a single organizational setting, it offered
sufficient depth for both quantitative analysis and qualitative insights grounded in Filipino cultural narratives,
which guided the development of a culturally responsive leadership training framework.

Data Collection and Instruments

Employees completed validated instruments commonly used in related literature to assess interactional justice
and job satisfaction. Demographic information—including generation, length of service, and job role—was also
collected to explore potential moderating factors. To deepen insights into leadership communication, attentive
listening, transparency, and empathy within the book publishing house, open-ended questions were integrated
into the Google Survey form.

Responses from these qualitative prompts were expected to shape leadership training programs tailored to the
company’s needs. To reliably measure employee experiences, the study employed two standardized instruments.
The first was Paul Spector’s Job Satisfaction Survey (JSS), a 36-item tool assessing facets such as pay,
promotion, fringe benefits, supervision, rewards, operating procedures, nature of work, coworkers, and
communication. Given its established reliability across organizational settings, permission for use was obtained
from the author and the survey was adapted for online administration.
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The second instrument was the Organizational Justice Scale, specifically the Interactional Justice Dimension
subscale developed by Jason A. Colquitt (2001). This nine-item subscale measured perceived fairness in
interpersonal interactions, and was likewise embedded in the online survey. Both tools used a six-point Likert
scale (1-Disagree very much to 6-Agree very much), with scoring instructions and reverse-coded items adapted
from the original sources.

Additionally, semi-structured questions were developed to explore employee experiences of interactional justice
in daily leader interactions. Demographic data was derived from survey responses and cross-validated against
company records for accuracy (e.g., job role). While responses were self-reported, steps were taken to reduce
bias by assuring participants of confidentiality.

Open-ended survey responses were thematically analyzed using Braun and Clarke’s (2006) reflexive six-phase
approach. Filipino cultural values—such as pakikipagkapwa, malasakit, katapatan, pag-unawa, pakikisama, and
pagpapakatao—were intentionally considered during coding, allowing themes to emerge from both semantic
patterns and culturally grounded interpretations of leadership and justice. Due to time limitations inherent to the
scope of the term paper, additional qualitative methods such as focus group discussions or interviews were not
feasible. Instead, the study focused on thematically analyzing open-ended feedback from the survey to surface
culturally resonant insights.

Ethical considerations were carefully observed throughout the study. Written permission from the authors of
standardized instruments was obtained, and formal authorization from the company president was secured.
Informed consent statements were embedded in the survey to emphasize voluntary participation. Personal data
protection protocols were followed to ensure anonymity and confidentiality—no identifying information (e.g.,
names or email addresses) was collected. Organizational anonymity was likewise preserved in the final research
output.

RESULTS AND DISCUSSION
Demographic Characteristics of Respondents

A total of 118 employees from a book publishing company participated in the study through the company’s
human resources department. Their demographic distribution is summarized in Tables 1 to 3, covering
generation, and job role.

Generation

The majority of respondents belong to the Millennial generation (61%), followed by Generation X (28.8%), with
Generation Z making up the remaining 10.2% (see Table 1). This distribution shows a workforce predominantly
composed of younger professionals, with fewer Gen Z employees currently represented.

Table 1. Frequency Distribution of Generations

Generation Frequency Percent

Generation X (45-60 years old)

1965-1980 34 28.8%
Millennials (25-44 years old)

1981-2000 72 61.0%
Generation Z (24 years old and below)

2001-2012 12 10.2%
Total (N) 118 100%

(Dimock, 2019; Van Twist & Newcombe, 2021; Sharma, P., & Pandit, R., 2021)
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Due to the limited number of Gen Z respondents (n=12), subgroup comparisons should be interpreted with
caution. Future studies may look into a more balanced generational distribution to improve statistical power.

Years of Service

Regarding years of service or tenure, 39% of employees have worked in the company for 1 to 5 years (early
tenure). This is the largest tenure group. 23.7% have between 11 and 20 years of service (long-term tenure),
while 15.3% are relatively new employees with less than a year of experience. The smallest category includes
(seasoned) employees with over 20 years of service (8.5%). The company’s workforce is a mix of tenured
employees and newer hires, with a significant portion of employees in the early tenure stage (Table 2).

Table 2 Frequency Distribution of Employees by Years of Service

Years of Service Frequency Percent
Less than 1 year (New Employees) 18 15.3%

1 to 5 years (Early Tenure) 46 39.0%
6 to 10 years (Mid-Tenure) 16 13.6%
11 to 20 years (Long-Term Tenure) 28 23.7%
Over 20 years (Seasoned Employees) 10 8.5%
Total (N) 118 100%

Job Role

Most respondents reported that they hold Executional roles (44.1%), directly implementing tasks and interacting
with leadership for direction and approvals. This is followed by Support roles (33.1%), which facilitate
operations across departments. Influencers, including mid-level managers, supervisors and team leaders, account
for 12.7%, while Decision-makers, such as executives and senior managers who set company-wide policies and
strategies, represent just 5.9% of respondents (see Table 3). A small portion of employees (4.2%) were uncertain
about their job classification. Given the anonymized nature of the responses, role classification for these cases
were inferred using contextual information based on their qualitative responses and remarks section. Participants
who described their tasks or provided role descriptions were categorized by the researchers as either Support or
Executional based on alignment with predefined role definitions. Despite these efforts, five employees could not
be reliably classified. This role ambiguity presents a limitation in the dataset and suggests the need for
standardized classification tools during data collection, including clearer demographic labeling and anonymous
cross-validation protocols to reduce interpretive bias in future research.

Table 3. Frequency Distribution of Employee Job Roles

Job Role Frequency Percent
Decision-Maker (Executives and Senior Managers) 7 5.9%
Influencer (Mid-Level Managers and Supervisors) 15 12.7%
Executional Role (Employees Implementing Tasks) 52 10.2%
Support Role (Administrative Staff) 39 33.1%
Unsure 5 4.2%
Total (N) 118 100%
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Table 4 gives an overview of employees' perceptions of Job Satisfaction and Interactional Justice based on data
from 118 employees of the book publishing company.

Table 4. Descriptive Statistics for Interactional Justice and Job Satisfaction

Variable Minimum Maximum Mean Std. Deviation
Interactional Justice | 1.89 6.00 4.86 1.03

Job Satisfaction 2.19 5.47 4.02 0.57

Total (N) 118

Interactional Justice

Employees of the selected company generally perceive fair treatment from leadership, with an average rating of
M =4.86. However, perceptions of fairness (interactional justice) range widely, from 1.89 (low fairness) to 6.00
(strong fairness), which reflects a range of experiences of the employees. The standard deviation (SD = 1.03)
indicates higher variation in terms of fairness perceptions. The employees hold differing views on how justly
they are treated in workplace interactions.

While employees reported overall satisfaction and fairness, the variability in scores—especially in interactional
justice—suggests some employees seem to experience significantly different workplace conditions. Whether
these differences have interesting patterns across employee groups or not can be looked into with further analysis
of datasets presented in this paper or otherwise, in future research given the limitations of this study.

Job Satisfaction

On average, employees reported above-average job satisfaction (M = 4.02). Their satisfaction levels vary,
ranging from 2.19 (lower satisfaction) to 5.47 (high satisfaction). This indicates that while most employees feel
positively about their jobs, some of them experience notably lower satisfaction levels. The standard deviation
(SD = 0.57) suggests moderate variation, meaning that while most employees have similar satisfaction levels,
some outliers exist that can be looked into.

Relationship Between Interactional Justice and Job Satisfaction

A correlation analysis explored the relationship between Interactional Justice and Job Satisfaction, identifying a
moderate to strong positive association (r = .530, p < .001) (see Table 5). This shows that employees who
perceive higher fairness in workplace interactions tend to report higher job satisfaction levels. The confidence
interval [0.386, 0.648] supports the statistical strength of the relationship between these two variables, such that
the correlation is unlikely due to chance.

Table 5. Correlations Between Interactional Justice and Job Satisfaction

Variable 1 2
1. Interactional Justice 1 S530%**
2. Job Satisfaction S530%* 1

Note: N =118. p<.001 (2-tailed)

These findings imply that interactional justice significantly influences job satisfaction. Employees who perceive
fair treatment from their leaders tend to have positive workplace experiences.
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Fairness is a potential key factor in workplace morale. Given that this is a correlation study, and an association
between interactional justice and job satisfaction was established, it does not confirm causality. Further analysis,
such as regression modeling, was done to determine if interactional justice directly influences job satisfaction.

Interactional Justice as a Predictor of Job Satisfaction

A linear regression analysis was performed to determine the extent to which interactional justice predicts job
satisfaction. The model accounted for 28% of the variance in job satisfaction (R* = .280). Refer to Table 6 for
details.

Table 6. Model Summary for Interactional Justice as a Predictor of Job Satisfaction

Model R R? Adjusted R? Std. Error Durbin-Watson

1 530 280 274 48148 2.024

The ANOVA test result was statistically significant (F (1, 116) = 45.21, p < .001). This confirms that
interactional justice predicts job satisfaction (see Table 7).

Table 7. ANOVA Result for Interactional Justice and Job Satisfaction

Source Sum of Squares | df Mean Square | F Sig.
Regression 10.481 1 10.481 45.210 <.001
Residual 26.891 116 232

Total 37.372 117

The regression coefficient (B =.289, p <.001) suggests that for every one-unit increase in interactional justice,
job satisfaction increases by 0.289 points (see Table 8). This supports the idea that employees who perceive fair
treatment by their leaders are more likely to experience greater satisfaction in their roles. The results indicate
that the perceived fairness in their share of job rewards and company resources significantly and positively affect
job satisfaction. Meanwhile, perceived fairness in interactional treatment also contributes to job satisfaction
though to a lesser degree (p<.10). This finding aligns with the research of Sia and Tan (2016), wherein perceived
fairness on interactional treatment positively affects job satisfaction but to a lesser degree of significance.

Table 8. Regression Coefficients for Interactional Justice Predicting Job Satisfaction

Predictors B Std. Error Beta t Sig. 95% Confidence Interval
Constant 2.616 214 12.247 | <.001 [2.193, 3.039]
Interactional

Justice 289 .043 .530 6.724 <.001 [.204, .375]

The findings highlight the importance of interactional justice in improving workplace dynamics. While fairness
in leadership interactions significantly influences job satisfaction, careful consideration of other factors may also
contribute to an employee's overall workplace experiences. A participant shared, “/ have a good working
relationship with my immediate department head, particularly regarding open communication. To improve the
overall work experience, it might be beneficial to explore how decisions made outside our department can better
consider the perspectives and realities of our daily work.”
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Demographic Variability in Interactional Justice

The researchers examined employees’ perceptions of fairness in interpersonal treatment across various
demographic factors to gain insight into how interactional justice is experienced within the book publishing
company. Specifically, the study explored whether employees’ generation, length of service, and job role
contribute to differences in their perceptions of fairness. To assess these potential influences, Chi-Square tests
were performed to determine the statistical significance of each variable’s impact on interactional justice.

Generation

The analysis found no significant relationship between generation and interactional justice (¥*> = 51.709, df = 56,
p = .638), indicating that employees across different generations report similar experiences of fairness in
interpersonal treatment.

Years of Service

Findings indicate a statistically significant relationship between years of service and interactional justice (y* =
151.859, df = 112, p = .007), suggesting that employees with longer tenure perceive fairness differently than
those with fewer years of service. A linear trend (p = .019) further suggests a predictable shift in fairness
perceptions over time.

Analysis of mean scores provides further insight into this trend. As shown in Table 9, it is apparent that
employees in their first year of service reported the highest interactional justice perceptions (Mean = 5.0435),
suggesting that newer employees may initially view workplace fairness more positively. However, as tenure
increases, fairness perceptions tend to decline, with employees having more than twenty (20) years of service
reporting the lowest mean score (4.3790). This pattern may reflect shifting expectations over time, accumulated
workplace experiences, changes in interactions with leadership and policies, or workplace attitudes that can
actually be shaped by internal factors.

Table 9. Descriptive Statistics for Interactional Justice by Years of Service

Years of Service | N Mean | Std. Dev. | Std. 95%  Confidence [95% Confidence Interval

Error Interval for Mean [for Mean (Upper Bound)
(Lower Bound)

Less than 1 year

(15.3%) 18 [4.9689 [1.28261 |[0.30231 |4.3311 5.6067

1 to 5 years

(39%) 46 5.0435 10.79309 ]0.11694 | 4.8080 5.2790

6 to 10 years

(13.5%) 16 [4.9725 |[1.30737 [0.32684 |4.2759 5.6691

I1 to 20 years

(23.7%) 28 | 4.5754 |1.03800 |0.19616 |4.1729 4.9779

Over 20 years

(8.5%) 10 [4.3790 [0.91707 |0.29000 | 3.7230 5.0350

Total 118 |4.8551 |1.03409 |0.09520 | 4.6666 5.0436

Job Role

In contrast to results relating years of service with interactional justice, no significant association was found
between job role and interactional justice (3> = 84.815, df = 112, p = .974), suggesting that employees across
different roles experience fairness similarly. The linear trend test (p =.264) also shows no clear pattern in fairness
perceptions across roles.
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Although statistical results indicate no strong relationship between job role and interactional justice, individual
experiences may still vary. Future research could explore these differences through qualitative insights, capturing
how fairness is perceived across varying job responsibilities.

Overall, the findings suggest that generation and job role do not significantly influence the perceptions of
interactional justice, with employees across different age groups and roles reporting similar experiences of
fairness in workplace interactions. However, it is interesting to note that years of service emerged as a significant
factor, which shows that tenure plays a role in shaping how employees perceive fairness. Employees in their first
year of service reported the highest interactional justice perceptions, while those with more than twenty (20)
years of service had the lowest ratings in this aspect. This pattern may reflect shifting expectations, accumulated
workplace experiences, evolving interactions with leadership, or internal workplace attitudes that develop over
time.

Although years of service showed a significant relationship with interactional justice, a high percentage of small
expected counts presents challenges to the reliability of the findings. Additionally, Chi-Square tests cannot
determine the strength or direction of relationships—only whether an association exists. Future research should
explore alternative statistical methods to better capture trends. Also, qualitative approaches could provide deeper
insight into the reasons behind shifting perceptions of fairness among employees with varying tenure lengths.

To gain deeper insights, interviews, focus groups, or open-ended surveys could help explore why employees’
perceptions of fairness decline with tenure. Investigating workplace factors such as leadership styles, policy
changes, organizational culture, and job expectations may also provide further context.

Demographic Variability in Job Satisfaction

This section explores whether generation, length of service, and job role contribute to differences in employees'
job satisfaction levels. The analysis examines whether these demographic factors affect workplace satisfaction
or if other influences may be at play. Insights into patterns of job satisfaction across employee groups are
presented.

Generation

The analysis of variance of job satisfaction across different generations reveals statistically significant
differences, as indicated by the results of the ANOVA (p = 0.033) and Welch tests (p = 0.038). Additionally,
Levene’s test results (p-values < 0.05) indicate that the spread of job satisfaction scores differs across
generations. It was noted that the effect size is relatively small (Eta-squared = 0.058), suggesting that
generational differences do not exert a substantial impact. These data are presented in Tables 10 to 12.

Table. 10. Analysis of Variance (ANOVA) for Job Satisfaction by Generation

Source Sum of Squares | Df Mean Square |F Sig.
Between Groups 2.158 2 1.079 3.524 .033
Within Groups 35.214 115 .306 - -
Total 37.372 117 - - -

Table 11. Welch’s Robust Test of Equality of Means for Job Satisfaction by Generation

Test Type Statistic? df1 df2 Sig.
Welch 3.643 2 30.786 .038

Note: Asymptotically F distributed.
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Table 12. Levene’s Test for Homogeneity of Variances for Job Satisfaction by Generation

Test Type Levene Statistic | dfl df2 Sig.
Based on Mean 3.499 2 115 .033
Based on Median 3.424 2 115 .036
Based on Median and Adjusted df 3.424 2 111.251 |.036
Based on Trimmed Mean 3.569 2 115 .031

In order to determine which generations, differ in terms of job satisfaction, post-hoc pairwise comparisons were
conducted. An Independent-Samples Kruskal-Wallis Test further examined these differences, confirming a

statistically significant variation in job satisfaction among generations (H = 6.523, p = .038) as presented in
Tablel3.

Table 13. Independent-Samples Kruskal-Wallis Test for Job Satisfaction by Generation

Statistic Total (N) Test Statistic df | Sig. (2-sided)

Kruskal-Wallis 118 6.523% 2 038

Note: The test statistic is adjusted for ties.
To identify specific generational differences, Tukey’s HSD test was performed as presented in Table 14.

Table 14. Tukey HSD Multiple Comparisons for Job Satisfaction Across Generations

Generation | Generation | M Diff. SE P 95% CI1 95% CI
() (0)) d-J) (Lower) | (Upper)
Millennials | 0.17068 0.11515 ]0.303 -0.1027 0.4441
Oen X Gen Z -0.25529 0.18580 |0.358 -0.6965 0.1859
Millennials Gen X -0.17068 0.11515 ]0.303 -0.4441 0.1027
Gen Z -0.42597" 0.17254 | 0.040 -0.8357 -0.0163
Gen X 0.25529 0.18580 |0.358 -0.1859 0.6965
Oen 2 Millennials | 0.42597" 0.17254 | 0.040 0.0163 0.8357

Note: *Mean differences are significant at the 0.05 level.

Table 15 highlights a notable gap in job satisfaction between Millennials and Generation Z, with a Mean
Difference of -0.42597 (p = .040), indicating that Millennials report lower satisfaction compared to the youngest
generation. In contrast, comparisons between Generation X and Generation Z, as well as Millennials and
Generation X, did not yield statistically significant differences (p > .05), suggesting similar satisfaction levels
among these groups. Notably, Generation Z employees reported the highest satisfaction (Mean = 4.3550),
potentially viewing workplace dynamics more favorably, while Millennials expressed lower job satisfaction
(Mean = 3.9290) when compared with the two other generations.

Although variations—particularly between Millennials and Generation Z—are present, they do not appear
substantial enough to be the primary driver of overall job satisfaction. Other workplace factors may have a
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greater impact and warrant further exploration. Past research suggests that generational cohorts are shaped by
shared historical and social experiences, values, and belief systems. However, distinctions between adjacent
generations tend to be subtle, with many workplace needs and behaviors remaining consistent across age groups.
This reinforces the idea that factors beyond generational differences—such as tenure, organizational culture, and
leadership dynamics—play a more pivotal role in shaping job satisfaction (Sharma & Pandit, 2021).

For instance, younger employees may have lower expectations regarding their involvement in decision-making
compared to their more experienced millennial counterparts. As Millenials assume greater responsibilities, their
confidence in decision-making is stronger. This reflects a dynamic and changing organization rather than
attributable to the generational divide.

An employee stated, “The leader's ability to listen to others has a positive impact on the workplace experience,
as all aspects are considered before making a decision, especially if it is a major one. All factors should be
evaluated first, particularly about specific project concerns, since each project may present unique challenges
not encountered in others.”

This emphasis on inclusive decision-making shows the importance of leadership adaptability when dealing with
multigenerational workforce. When leaders actively listen and acknowledge the unique challenges their
employees face, it fosters a sense of value and empowerment. This, in turn, builds trust, encourages
collaboration, and promotes a more productive and engaged workforce.

“My leader has always been considerate since she ensures an open and mutual understanding when it comes to
communication. She encourages my involvement in projects by welcoming my recommendations and providing
constructive feedback. Through clear communication and openness to responses, she demonstrates respect and
professionalism. This effective communication has motivated me to work harder and has sparked my interest
and enthusiasm in performing my job well.”

In a broader context, younger and mid-career employees may seek a more progressive or flexible work
environment—one that prioritizes well-being and personal boundaries. At the same time, employees across
generations share concerns about fair compensation, career advancement, and other workplace issues,
highlighting the diverse priorities that shape employee expectations.

Table 15. Homogenous Subsets for Job Satisfaction Across Generations, Tukey HSD Post Hoc Test

Generation n Subset ()
Millennials 72 3.9290
Gen X 34 4.0997
Gen Z 12 4.3550

Sig. for Subset 1 Sig. for Subset 2
Sig. 0.540 0.255

Note: Means for groups in homogenous subsets are displayed. The harmonic mean sample size is 23.690. Group
sizes are unequal; Type 1 error levels are not guaranteed.

Length of Service

The relationship between years of service and job satisfaction was examined using One-Way ANOVA, Welch’s
Test, and Levene’s Test. Results from One-Way ANOVA (F =2.037, p = 0.094) and Welch’s Test (F = 2.185,
p = 0.088) indicate no statistically significant difference in job satisfaction based on years of service. Since both
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p-values exceed the 0.05 threshold, tenure does not substantially impact employee satisfaction within this
dataset. See table 16.

Table 16. Analysis of Variance (ANOVA) for Job Satisfaction by Years of Service

Source Sum of Squares | df Mean Square F Sig.
Between Groups | 2.513 4 .628 2.037 .094
Within Groups | 34.859 113 308 2.037 .094
Total 37.372 117

The Levene’s Test results (p-values ranging from 0.334 to 0.346) indicate that the variances in job satisfaction
are equal across different years of service. Satisfaction levels do not fluctuate significantly between employee
tenure groups. This contrasts with the previously analyzed generational differences, where job satisfaction varied
more widely. Furthermore, the effect size is small (Eta-Squared = 0.067), indicating that differences in job
satisfaction across tenure groups are weak and not substantial.

Job Role

The findings indicate that job satisfaction does not significantly differ across various job roles. The One-Way
ANOVA (F = 0.874, p = 0.482) and Welch’s Test (F = 1.234, p = 0.329) showed no statistically significant
association between job role and job satisfaction, since both p-values are greater than 0.05 (see Table 17).
Employees in different roles reported similar satisfaction levels, suggesting that job category does not strongly
influence overall job satisfaction.

Table 17. Analysis of Variance (ANOVA) for Job Satisfaction by Job Role

Source Sum of Squares Df Mean Square |F Sig.
Between Groups | 1.122 4 280 874 482
Within Groups 36.251 113 321

Total 37.372 117

Additionally, Levene’s Test (p-values between 0.178 and 0.253) confirms that job satisfaction variances remain
relatively stable across roles, reinforcing the finding that job roles do not meaningfully impact employees’
satisfaction levels.

Just like the results across tenure groups, this latest analysis contrasts with generational differences where job
satisfaction varied more distinctly across groups. The effect size is small with an Eta-Squared value of 0.030,
reinforcing that the job role has a weak influence on job satisfaction. The findings suggest that job role has
minimal influence on job satisfaction within this research dataset. Employees in different roles report similar
satisfaction levels.

An employee mentioned, “I believe more emphasis needs to be placed on addressing core issues like fair
compensation that reflects the workload and value of our work, realistic project timelines that prevent burnout,
and a willingness to evolve and adopt modern work practices. While good communication can help in addressing
these areas, the issues themselves are the primary drivers of (or lack thereof) job satisfaction.” Other work
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factors—such as compensation, organizational culture, leadership style, or company policies among others—
may be looked into in future research to gain better perspectives of the underlying drivers of employees’ job
satisfaction in an organization.

Overall, the analysis reveals that generation is the only demographic factor showing a statistically significant
difference in job satisfaction, with Millennials reporting lower satisfaction compared to Generation Z.
Meanwhile, years of service and job role did not show meaningful differences in job satisfaction, suggesting that
tenure and job category do not strongly influence workplace experiences.

Beyond demographic factors, an analysis of mean subscale scores from the Job Satisfaction Survey (JSS)
highlights other workplace elements that shape employee satisfaction. Supervision, co-workers, and nature of
work received the most positive ratings (Mean = 4.90), followed by communication (Mean = 4.40), suggesting
that employees generally value interpersonal relationships and workplace interactions. However, operating
conditions, fringe benefits, pay, promotion, and contingent rewards were rated only average, pointing to areas
for improvement.

A previous study by Waworuntu, Kainde, and Mandagi (2022) found that Millennials experience higher concerns
about burnout and job dissatisfaction, which aligns with the findings of this research that Millennials report
lower job satisfaction compared to Generation Z. In contrast, Gen Z employees tend to have a more idealistic
outlook toward work and career progression, prioritizing growth opportunities and flexibility.

Additionally, tenure and job role were not found to be significant predictors of job satisfaction in both the current
study and the findings of Sia and Tan (2016). This reinforces the conclusion that generational differences play a
significant role in shaping workplace experiences than tenure or job roles.

Despite these generational distinctions, both Millennials and Gen Z employees share a common appreciation for
supportive work environments, career development opportunities, and flexibility, highlighting the importance of
workplace conditions beyond demographic influences.

These findings suggest that non-demographic workplace factors may have a greater role in determining job
satisfaction than generation, tenure, or job role. Future research could explore leadership styles, compensation
structures, career growth opportunities, and workplace culture to gain a more comprehensive understanding of
employees' overall satisfaction.

Qualitative Feedback and Cultural Understanding of Interactional Justice

In addition to the quantitative results, the qualitative responses reveal culturally grounded perceptions of fairness
and satisfaction. These insights align with indigenous values such as pakikipagkapwa-tao, malasakit, and
pakikisama, which shape expectations around respectful communication, empathy, and relational harmony. As
one respondent shared, “I feel supported not just as an employee, but as a person (kapwa)” highlighting how
relational sensitivity promotes both morale and motivation.

This interpretation strengthens recent findings from Philippine studies. Ramos and Santiago (2021) argue that
fairness in Filipino workplaces is inseparable from relational ethics that is rooted in transparency, honesty, and
the mutual recognition of lived experiences across hierarchical roles. Similarly, Delgado and Garcia (2020)
emphasize that pakikisama and other relational norms contribute to loyalty and work commitment, especially
when leaders practice empathetic dialogue and inclusive communication. Lazaro et al. (2019) further affirm that
among the three facets of organizational justice, interactional justice remains the strongest predictor of affective
commitment and satisfaction within Philippine service industries.

Overall, these cultural interpretations offer another perspective through which interactional justice becomes not
merely an abstract construct for Filipino workers, but a reflection of shared humanity (pakikipagkapwa) within
their own culture where fairness is experienced through mutual respect, emotional attentiveness, and socially
grounded leadership behaviors. This view is further illustrated in the thematic analysis of employee narratives
(see Table 18).
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Table 18. Thematic Analysis of Qualitative Feedback in Relation to Filipino Cultural Values

Theme Cultural Concept | Key Insight Selected Feedback

Respectful Pakikipagkapwa- | Leaders treat employees with | “Respect begets respect. When
Communication | tao dignity through tone and listening | leaders listen, we listen.”
Empathetic Malasakit Genuine care boosts morale and | “It’s about being human—
Concern trust understanding our situations

and recognizing our efforts.”

Transparent Kapwa, Katapatan | Clarity in expectations improves | “Clear communication helps me
Dialogue trust and confidence understand expectations—it
builds trust and allows me to
work confidently.”

Inclusion and | Pakikisama Valuing input motivates and | “My leader always listens to our

Empowerment affirms contribution concerns, and takes my input
seriously.”

Work-Life Pag-unawa Boundaries and wellness for | “Empathetic leaders know our

Sensitivity sustained engagement lives don’t end at the office
door.”

Growth-Oriented | Pagpapakatao Constructive  feedback creates | “Their feedback motivates me

Feedback psychological safety to improve, not fear judgment.”

The respondents’ qualitative feedback highlights how leadership behaviors can align with culturally relevant
expectations of justice and relational ethics. These narratives demonstrate how fairness is expressed in the
workplace and point toward leadership practices rooted in active listening, transparent communication, and
empathy.

Cultural concepts were interpreted through thematic relevance and grounded in Filipino workplace narratives,
drawing inspiration from established Filipino psychological frameworks (e.g., Enriquez, 1992; Pe-Pua &
Protacio-Marcelino, 2000) and participant responses.

SUMMARY

The findings point out the interconnected nature of interactional justice and job satisfaction. Employees who
perceive fairness in workplace interactions tend to report higher satisfaction levels, as shown by the moderate
positive correlation (r = .530, p <.001) between these variables. Additionally, regression analysis confirms that
interactional justice significantly predicts job satisfaction, explaining 28% of its variance (R? = .280). While
employees generally reported positive perceptions of fairness and above-average job satisfaction, their responses
vary, emphasizing the need to closely examine individual workplace experiences. Among demographic factors,
generation was the only variable significantly associated with job satisfaction, with Millennials reporting lower
satisfaction than Generation Z. Years of service also influenced perceptions of fairness, as newer employees
rated interactional justice more positively than those with longer tenure. This suggests that perceptions of fairness
may change over time, possibly due to evolving expectations, leadership interactions, or workplace experiences.
However, as this study utilized a cross-sectional design, causal relationships cannot be established. Future
longitudinal research could better capture changes in justice perceptions over time.

Meanwhile, job role and tenure did not strongly predict job satisfaction, reinforcing that organizational factors
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may play a more crucial role than demographics in shaping workplace experiences. Additionally, variability in
fairness ratings (M = 4.86, SD = 1.03) and job satisfaction scores (M = 4.02, SD = 0.57) highlights individual
differences in workplace perceptions, pointing to areas for further investigation.

The results of this study underscore the need for broader studies by expanding the sample to include multiple
organizations within and beyond the Philippine publishing industry. This would enhance generalizability and
enable more comprehensive comparisons across Philippine workplaces.

Reflections drawn from the qualitative responses point to how, for many Filipino employees, perceptions of
fairness are grounded not only in organizational practices but also in everyday relational encounters, where
empathy, openness, and pakikipagkapwa shape how justice is felt and lived in the workplace.

Moving forward, identifying and examining additional workplace variables that may influence perceptions of
fairness and satisfaction, such as leadership practices, organizational culture, compensation structures, job
expectations, and work-life balance, could deepen understanding across diverse contexts. These variables may
be essential in cultivating more equitable and engaging work environments across sectors. The findings also
emphasize the role of leadership behaviors in shaping perceptions of fairness and satisfaction, thus, reinforcing
the need for targeted leadership development initiatives.

Practical Implications for Leadership Development

Findings reveal that leadership behaviors play a crucial role in fostering employees’ perceptions of fairness and
overall job satisfaction. Given the identified generational differences and long-tenured employees’ declining
fairness perceptions, leadership training programs should address these gaps through targeted interventions. The
proposed framework (see Annex 1) outlines key competencies for leadership development that promote
interactional justice and satisfaction. Training programs can be designed around the following areas:

1. Active Listening and Transparent Communication. Equipping leaders with skills to actively listen to
employees’ concerns, encourage open dialogue, and provide clear explanations for decisions, ensuring
employees feel heard and valued.

2. Empowerment and Trust. Equipping leaders with strategies to delegate responsibilities, recognize
employees' capabilities, and balance autonomy with guidance, improving engagement and confidence.

3. Fairness and Recognition. Strengthening fair leadership practices by ensuring equal treatment,
acknowledgment of employee contributions, and constructive feedback mechanisms.

4. Work-Life Balance and Professional Boundaries. Helping leaders recognize workplace stressors, respect
employees’ time and well-being, and set healthy communication boundaries.

5. Empathetic Leadership and Supportive Culture. Developing emotionally intelligent leaders who
acknowledge personal challenges, offer support, and promote a workplace rooted in trust and mutual
respect.

6. Leadership Intervention. Addressing the decline in interactional justice perceptions among long-tenured
employees by implementing fair and consistent leadership practices across all experience levels. When
applicable, tailored interventions can also support employees’ unique needs.

7. Generational Awareness. Helping leaders recognize the differing expectations and workplace values
among employee groups, particularly addressing Millennials’ lower satisfaction and creating strategies
to engage this group effectively.

The proposed training framework outlines key competencies for leadership development that promote
interactional justice and satisfaction. These are summarized in Table 19.
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Table 19. Leadership Development Framework for Enhancing Justice and Satisfaction

Module Competency Learning Objectives

Active Listening and | Relational Intelligence | Build authentic listening habits; foster two-way dialogue;

Transparent explain decisions clearly and respectfully
Communication

Empowerment and | Delegation and | Recognize strengths, delegate confidently; promote
Trust Autonomy accountability balanced with freedom and guidance
Fairness and | Justice-Centered Ensure fair treatment; give meaningful recognition;
Recognition Leadership implement feedback processes that reduce bias

Work-life Balance and | Sustainable Leadership | Identify signs of stress; respect time boundaries; model
Boundaries Practices and encourage healthy work norms

Empathetic Leadership | Emotional Intelligence | Validate employee challenges; promote psychological

and Supportive Culture | and Inclusion safety; nurture mutual respect

Tenure-based Experience-Sensitive Standardize fair practices across tenure; customize
Leadership Intervention | Strategy coaching and recognition for long-serving employees
Generational Sociocultural Include generational needs in developing engagement
Awareness Sensitivity initiatives

By integrating insights from this research into targeted leadership training, organizations can strengthen fairness,
engagement, and trust, improving long-term employee satisfaction, retention, and productivity. Addressing
interactional justice among long-tenured employees and recognizing generational differences in workplace
expectations will be crucial in fostering an equitable and dynamic work environment. Future studies should
continue exploring the lasting impact of leadership behaviors, ensuring data-driven improvements in leadership
training and workplace strategies.

CONCLUSION

This study establishes a moderate-to-strong positive relationship between interactional justice and job
satisfaction, reinforcing the importance of fair leadership practices in shaping workplace engagement. Findings
also confirm that interactional justice plays a crucial role in predicting job satisfaction, underscoring the need
for equitable leadership to sustain employee morale. While demographic factors such as generation and years of
service influence workplace perceptions and satisfaction, leadership behaviors and organizational culture
emerged as more significant drivers. Given the generational differences in job satisfaction and the decline in
fairness perceptions among long-tenured employees, leadership development strategies are essential to address
these gaps. Future research should explore how leadership behaviors—such as respect, active listening,
transparency, and empathy—contribute to workplace fairness and long-term satisfaction.

Insights from qualitative feedback affirm that, for Filipino employees, fairness is rooted in everyday relational
encounters—where empathy, mutual recognition, and pakikipagkapwa give meaning to justice in the workplace.
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