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Abstract 

This study aims to analyze the influence of Distributive Compensation Justice and Procedural Compensation 
Justice on Employee Performance through Job Satisfaction among non-managerial employees at PT Tunas Jaya 
Perkasa, Melak site, Kutai Barat. This research uses a quantitative approach with a survey method. Data were 
collected through questionnaires distributed to 64 non-managerial employees directly involved in field operations. 
Data analysis was conducted using Partial Least Squares–Structural Equation Modeling (PLS-SEM) with the 
support of SmartPLS 3 software. The results show that Distributive Compensation Justice and Procedural 
Compensation Justice have a positive and significant effect on Job Satisfaction. Furthermore, Job Satisfaction has a 
positive and significant effect on Employee Performance. The direct influence of Distributive and Procedural 
Compensation Justice on Employee Performance is not significant; however, through the mediation of Job 
Satisfaction, their influence becomes significant. Mediation testing indicates that Job Satisfaction fully mediates 
the effect of Distributive Compensation Justice on Employee Performance and partially mediates the effect of 
Procedural Compensation Justice on Employee Performance. 
 
Keywords: Distributive Compensation Justice; Procedural Compensation Justice; Job Satisfaction; Employee 
Performance 
 
INTRODUCTION 

Human resources are strategic assets that determine the effectiveness of organizational operations and the 
achievement of company targets. In the resource-based view, internal resources such as employee capability, work 
processes, knowledge, and competence can become a source of sustained advantage when they are managed 
properly (Barney, 1991). In a similar way, human resource management systems are linked to employee 
contribution and organizational performance because they shape how employees perceive the employment 
relationship and how they respond to organizational policies (Guest, 2011; Boon et al., 2019). 

In mining contractor companies, the role of human resources becomes even more critical because field 
operations are characterized by physical risk, complex equipment use, strict safety procedures, and continuous 
coordination among operational units. PT Tunas Jaya Perkasa is a company engaged in coal mining services and 
heavy equipment rental. One of its main operational sites is located in Melak, West Kutai Regency, East 
Kalimantan. The site carries out field activities such as work area preparation, overburden removal, coal mining, 
material hauling, equipment maintenance, logistics, and supporting administration. These activities rely heavily on 
non-managerial employees who execute technical and operational tasks directly. 

The empirical phenomenon in this study is reflected in the distribution of employee leave across work 
units at the Melak site. The thesis data show that operational, HR/Finance, and mechanic/maintenance units 
recorded higher leave frequencies than logistics/driver and sales/customer support units. This condition suggests 
differences in workload, work intensity, and responsibility among units. In a work setting that requires high 
discipline and operational consistency, perceptions of fair compensation become important because employees tend 
to compare the rewards they receive with their contribution, workload, and responsibility. Compensation justice 
can be understood through two interrelated dimensions. Distributive compensation justice refers to employee 
perceptions of whether compensation outcomes are proportional to their contribution, effort, and responsibilities. 
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Procedural compensation justice refers to whether the mechanisms used to determine compensation are 
transparent, consistent, and fair. When both aspects are perceived positively, employees are more likely to feel 
valued and satisfied with their jobs. Job satisfaction, in turn, becomes a psychological mechanism that encourages 
employees to perform tasks consistently, comply with procedures, and achieve operational targets. 

Previous studies have shown that compensation justice and organizational justice are associated with job 
satisfaction and employee performance, although the strength and significance of these relationships vary across 
organizational contexts (Atmojo & Tjahjono, 2016; Hidayat et al., 2017; Rivai et al., 2019; Swastika et al., 2018). 
This variation creates a research gap, especially in heavy equipment mining contractor settings where operational 
risk, technical responsibility, and field workload are relatively high. Therefore, this study examines the effect of 
distributive and procedural compensation justice on employee performance, both directly and indirectly through 
job satisfaction. 
 
LITERATURE REVIEW  
Distributive and procedural compensation justice 

Justice theory explains that employees evaluate the fairness of organizational exchanges by comparing 
what they contribute with what they receive (Adams, 1963). In the context of compensation, distributive justice 
focuses on the fairness of compensation outcomes, while procedural justice focuses on the fairness of the rules and 
procedures used to allocate compensation. Organizational justice literature also emphasizes that outcome fairness 
and process fairness are both important because employees do not only assess the amount of reward, but also the 
credibility and consistency of the decision-making process (Colquitt et al., 2021; Greenberg & Baron, 2020). 

Distributive compensation justice is relevant when employees assess whether their pay, allowances, 
incentives, and other rewards are proportional to their workload and responsibilities. Procedural compensation 
justice is relevant when employees assess whether compensation decisions are based on clear standards, consistent 
implementation, and transparent communication. In field-based organizations, these two forms of justice can 
reduce uncertainty and strengthen employee trust because compensation systems are closely related to risk, 
workload, and operational accountability (Milkovich et al., 2023; Mathis et al., 2025). 

 
Job satisfaction and employee performance 

Job satisfaction describes an employee’s positive evaluation of work, rewards, supervision, procedures, 
and the broader work environment. It is not only an affective state, but also a managerial indicator that reflects 
whether employee expectations are aligned with organizational practices (Spector, 2021). Employees who are 
satisfied with their work tend to show better discipline, stronger commitment to tasks, and more stable work 
behavior. Employee performance, meanwhile, refers to the extent to which employees complete work according to 
quantity, quality, timeliness, and procedural standards (Robbins & Judge, 2023). 

Prior empirical studies support the relationship between justice, job satisfaction, and performance. Hidayat 
et al. (2017) found that distributive and procedural compensation justice influenced job satisfaction and 
performance. Rivai et al. (2019) indicated that distributive justice and job satisfaction were important antecedents 
of employee performance. However, Atmojo and Tjahjono (2016) and Swastika et al. (2018) reported that some 
direct relationships were not always significant, indicating that the effect of compensation justice may depend on 
mediating factors and organizational context. Based on this literature, job satisfaction is positioned as a mediating 
variable between compensation justice and employee performance. 

 
METHOD  

This research used a quantitative explanatory design with a survey method. The research was conducted at 
PT Tunas Jaya Perkasa, Melak site, West Kutai Regency, East Kalimantan. The population consisted of non-
managerial employees who were directly involved in operational and field support activities. A total of 64 
employees were used as respondents. The respondent profile shows that 60.94% were male and 39.06% were 
female. Most respondents were 26-30 years old, had undergraduate education, had worked for 2-4 years, and were 
assigned mainly to the operational department. Data were collected using a structured questionnaire measured with 
a Likert scale. The variables in the model were distributive compensation justice (X1), procedural compensation 
justice (X2), job satisfaction (Z), and employee performance (Y). The data were analyzed using Partial Least 
Squares-Structural Equation Modeling (PLS-SEM) with SmartPLS 3. The measurement model was evaluated 
through convergent validity, discriminant validity, Cronbach’s alpha, composite reliability, and Average Variance 
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Extracted (AVE). The structural model was evaluated using collinearity statistics, R-square, predictive relevance, 
direct effects, indirect effects, and model fit. 

Table 1. Respondent Profile 
Characteristic Dominant category Frequency Percentage 

Gender Male 39 60.94% 

Age 26-30 years 31 48.44% 

Education Bachelor degree 35 54.69% 

Length of service 2-4 years 24 37.50% 

Department Operational 32 50.00% 
Source: Primary data processed with SmartPLS 3, 2026. 
 
RESULTS AND DISCUSSION 
Measurement model 

The measurement model was first assessed to ensure that the indicators were valid and reliable. The AVE 
values of all constructs were above 0.50, indicating acceptable convergent validity. The Cronbach’s alpha and 
composite reliability values of all constructs were above 0.70, indicating adequate internal consistency. These 
results show that the indicators used in the questionnaire were able to represent their respective latent variables. 

Table 2. Measurement Model Summary 
Construct Cronbach's Alpha Composite Reliability AVE 

Distributive Compensation 
Justice (X1) 0.925 0.944 0.770 

Procedural Compensation 
Justice (X2) 0.937 0.952 0.798 

Job Satisfaction (Z) 0.906 0.930 0.727 

Employee Performance 
(Y) 0.827 0.895 0.739 

Source: Primary data processed with SmartPLS 3, 2026. 
Discriminant validity was assessed using the Heterotrait-Monotrait Ratio (HTMT). The HTMT values 

among constructs were below the commonly recommended threshold of 0.90, meaning that each construct had 
sufficient conceptual and empirical distinction. This result is important because distributive justice, procedural 
justice, job satisfaction, and employee performance are related constructs but should still measure different 
dimensions in the model. 

 
Structural model 

The structural model indicates moderate explanatory power. The R-square value for job satisfaction was 
0.373, meaning that distributive and procedural compensation justice explained 37.3% of the variance in job 
satisfaction. The R-square value for employee performance was 0.366, meaning that distributive compensation 
justice, procedural compensation justice, and job satisfaction explained 36.6% of the variance in employee 
performance. The SRMR value was 0.065 for both the saturated and estimated model, which is below 0.08 and 
indicates acceptable model fit for interpretation. 
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Table 3. R-square and Model Fit 
Indicator Value Interpretation 

R-square: Job Satisfaction (Z) 0.373 Moderate explanatory power 

R-square: Employee Performance 
(Y) 0.366 Moderate explanatory power 

SRMR: Saturated Model 0.065 Good model fit 

SRMR: Estimated Model 0.065 Good model fit 
Source: Primary data processed with SmartPLS 3, 2026. 

The direct effect analysis shows that distributive compensation justice has a positive and significant effect 
on job satisfaction (O = 0.422; p = 0.000). This means that employees who perceive compensation outcomes as 
proportional to their contribution and responsibility tend to have higher job satisfaction. Procedural compensation 
justice also has a positive and significant effect on job satisfaction (O = 0.451; p = 0.000), indicating that clear, 
consistent, and transparent compensation procedures improve employee satisfaction. 

Job satisfaction has a positive and significant effect on employee performance (O = 0.481; p = 0.000). This 
finding confirms that satisfied employees are more likely to perform consistently, follow operational procedures, 
and support the achievement of company targets. However, the direct effects of distributive compensation justice 
on employee performance (O = 0.197; p = 0.110) and procedural compensation justice on employee performance 
(O = 0.037; p = 0.785) are not significant. These results suggest that compensation justice does not automatically 
improve performance unless it first shapes employee satisfaction. 

Table 4. Direct Effects 
Relationship Path coefficient T-statistics P-value Decision 

X1 -> Z 0.422 5.064 0.000 Significant 

X1 -> Y 0.197 1.599 0.110 Not significant 

X2 -> Z 0.451 6.160 0.000 Significant 

X2 -> Y 0.037 0.273 0.785 Not significant 

Z -> Y 0.481 3.931 0.000 Significant 
Source: Primary data processed with SmartPLS 3, 2026. 
 
Mediation of job satisfaction 

The indirect effect analysis demonstrates that job satisfaction mediates the relationship between distributive 
compensation justice and employee performance (O = 0.203; p = 0.005). Job satisfaction also mediates the 
relationship between procedural compensation justice and employee performance (O = 0.217; p = 0.003). Because 
the two direct effects from compensation justice to employee performance are not significant while the indirect 
effects are significant, job satisfaction becomes the main mechanism through which compensation justice improves 
employee performance in this research context. 

Table 5. Indirect Effects 
Indirect 

relationship Path coefficient T-statistics P-value Decision 

X1 -> Z -> Y 0.203 2.820 0.005 Significant mediation 

X2 -> Z -> Y 0.217 2.998 0.003 Significant mediation 
Source: Primary data processed with SmartPLS 3, 2026. 

The findings are consistent with studies showing that justice perceptions can strengthen job satisfaction and 
performance (Hidayat et al., 2017; Purnama et al., 2020; Wahby et al., 2022). However, the non-significant direct 
effects also support the argument that the justice-performance relationship is not always direct. In the Melak site 
context, employees appear to translate fair compensation outcomes and procedures into higher performance after 
they first experience satisfaction with their work conditions, rewards, and organizational treatment. 
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From a managerial perspective, these findings imply that compensation policies should not be treated only 
as financial instruments. Fair compensation outcomes and fair procedures should be communicated clearly, 
implemented consistently, and connected to recognition of employee contribution. In a field operation environment 
with high workload and technical responsibility, compensation justice strengthens employee performance most 
effectively when it creates satisfaction, trust, and a sense of being valued.   
  
CONCLUSION 

Based on the results of research and discussion regarding the Influence of Distributive Compensation 
Justice and Procedural Compensation Justice on Employee Job Satisfaction and Performance at PT Tunas Jaya 
Perkasa, the conclusions of this research are as follows. 

1. Distributive Compensation Justice has a positive and significant effect on Job Satisfaction of non-
managerial employees at PT Tunas Jaya Perkasa site Melak. Employees who perceive the rewards they 
receive as commensurate with their contributions and responsibilities tend to have higher job satisfaction. 

2. Procedural Compensation Fairness has a positive and significant effect on Job Satisfaction of Non-
Managerial Employees at PT Tunas Jaya Perkasa, Melak site. The implementation of clear, consistent, and 
transparent compensation procedures increases employee satisfaction in carrying out daily work. 

3. Job satisfaction has a positive and significant impact on non-managerial employee performance at PT 
Tunas Jaya Perkasa's Melak site. Employees who are satisfied with their work, compensation, and 
procedures tend to complete tasks consistently, adhere to procedures, and achieve operational targets 
effectively. 

4. Distributive Compensation Fairness has a positive but insignificant effect on the performance of non-
managerial employees at PT Tunas Jaya Perkasa, Melak site. This indicates that employee perceptions 
regarding the balance between rewards received and contributions and responsibilities do not directly 
improve performance. 

5. Procedural Compensation Fairness has a positive but insignificant effect on the performance of non-
managerial employees at PT Tunas Jaya Perkasa, Melak site. This indicates that employees who perceive 
compensation procedures as clear, consistent, and transparent do not experience a direct increase in 
performance. 

6. Distributive Compensation Fairness has a positive and significant impact on employee performance 
through job satisfaction. This indicates that employee perceptions of the appropriateness of rewards 
received relative to job contributions and responsibilities can increase job satisfaction, and through this job 
satisfaction, employee operational performance indirectly improves. 

7. Procedural Compensation Fairness has a positive and significant impact on employee performance through 
job satisfaction. This indicates that employees who perceive compensation procedures to be implemented 
clearly, consistently, and fairly will feel more satisfied with their jobs, and this job satisfaction indirectly 
drives improved performance. 

  
REFERENCES 

Adams, J. S. (1963). Towards an understanding of inequality. Journal of Abnormal and Social Psychology, 67(5), 
422-436. https://doi.org/10.1037/h0040968 

Atmojo, ST, & Tjahjono, HK (2016). The effect of distributive and procedural justice of compensation on job 
satisfaction and performance of paramedics in hospitals. JBTI: Journal of Business Theory and 
Implementation, 7(1), 36-51. 

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 99-120. 
https://doi.org/10.1177/014920639101700108 

Boon, C., Den Hartog, D.N., & Lepak, D.P. (2019). A systematic review of human resource management systems 
and their measurement. Journal of Management, 45(6), 2498-2537. 
https://doi.org/10.1177/0149206318818718 

Colquitt, J. A., LePine, J. A., & Wesson, M. J. (2021). Organizational behavior: Improving performance and 
commitment in the workplace. McGraw-Hill Education. 

Dalimunthe, L., Limakrisna, N., & Lusiana. (2023). Employee performance model through job satisfaction: 
Distributive justice and procedural justice at the Padang Sidempuan City Health Office. International 
Journal of Social Science and Business, 7(2), 397-405. https://doi.org/10.23887/ijssb.v7i2.53739 



THE INFLUENCE OF DISTRIBUTIVE COMPENSATION JUSTICE AND PROCEDURAL COMPENSATION 
JUSTICE ON JOB SATISFACTION AND EMPLOYEE PERFORMANCE AT  PT TUNAS JAYA PERKASA 
Hiras Pardingotan Tindaon et al 

Publish by Radja Publika 
             Page 4124 of 6 

Guest, D. E. (2011). Human resource management and performance: Still searching for some answers. Human 
Resource Management Journal, 21(1), 3-13. https://doi.org/10.1111/j.1748-8583.2010.00164.x 

Greenberg, J., & Baron, R. A. (2020). Behavior in organizations (11th ed.). Pearson Education. 
Hair, J.F., Hult, G.T.M., Ringle, C.M., & Sarstedt, M. (2022). A primer on partial least squares structural equation 

modeling (PLS-SEM) (3rd ed.). SAGE Publications. 
Hidayat, RM, Tjahjono, HK, & Fauziyah. (2017). The effect of compensation fairness on employee job satisfaction 

and performance. Journal of Business Theory and Implementation, 8(1), 45-60. 
Mathis, R.L., Jackson, J.H., & Valentine, S.R. (2025). Human resource management. Cengage Learning. 
Milkovich, G. T., Newman, J. M., & Gerhart, B. (2023). Compensation (13th ed.). McGraw-Hill Education. 
Purnama, YH, Tjahjono, HK, Assery, S., & Dzakiyullah, NR (2020). The relationship of organizational justice on 

job satisfaction and job performance in banking companies. International Journal of Scientific & 
Technology Research, 9(3), 4012-4015. 

Rivai, H. A., Reza, D. Y., & Lukito, H. (2019). Distributive justice, job satisfaction and organizational commitment 
as antecedents of employee performance: A study in Indonesia National Health Insurance Workers. 
Advances in Economics, Business and Management Research, 100, 670-676. https://doi.org/10.2991/icoi-
19.2019.117  

Robbins, S. P., & Judge, T. A. (2023). Organizational behavior (19th ed.). Pearson Education. 
Spector, P. E. (2021). Job satisfaction: Application, assessment, causes, and consequences (2nd ed.). SAGE 

Publications.  
Swastika, B., Tjahjono, H. K., Fauziyah, & Palupi, M. (2018). Influence of distributive justice compensation and 

procedural justice compensation against job satisfaction to employees PKWT with collectivistic as 
moderated variable. International Journal of Current Research, 10(9), 73253-73258. 
https://doi.org/10.24941/ijcr.32311.09.2018  

Wahby, S. A., Mona, P., Ghany, A., & Rasheed, H. (2022). Explaining the effect of organizational justice on job 
satisfaction and work performance. International Journal of Social Science and Human Research, 5(12), 
5758-5809. https://doi.org/10.47191/ijsshr/v5-i12-63  

 


