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Abstract
In this study, organizational justice perceptions of seafarers in relation to their job 
belongingness and satisfaction levels were investigated. The outcomes of organiza-
tional behaviour and the relationships among these outcomes are more important in 
maritime than they are in other sectors because of the demanding conditions of the 
life onboard which requires seafarers to work and live at the same place with the 
same people for a long time. The number of studies about the relationship among 
these three outcomes in the maritime sector is scarce, so this research is expected 
to fill a gap regarding this. The study was conducted with 398 Turkish seafarers. 
According to the results, positive organizational justice perceptions of seafarers have 
a significant effect on their vocational belongingness and job satisfaction levels, 
which will be called internal customer satisfaction levels of seafarers in this study. 
It is also found that internal customer satisfaction of seafarers has positive effect 
on their vocational belongingness. Although relations among various organizational 
outcomes in the maritime sector are significant due to their effective role on the 
smooth-going of the relations onboard, they have not been widely studied so far, so 
the further studies may focus on closing this gap with surveys administrated with a 
wider group of seafarers.
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1 Introduction

There are many factors that affect the relations among the internal customers in a 
company. They may increase the morale of the employees in the workplace and 
accordingly their productivity, satisfaction, motivation and work desire, or they may 
do just the opposite and demoralize the employees and alienate them from the work-
place. Three of these factors are organizational justice, vocational belongingness 
and internal customer satisfaction which were investigated by a lot of researchers. 
It was found that there are significant associations between high job satisfaction and 
positive thoughts that can motivate an employee (Faragher et al., 2005) and increase 
their performance. Belongingness is another factor that plays an important role to 
promote positive emotions in the workplace (Ryan and Deci 2000). The studies con-
ducted by Lynch et  al. (2005) and Skaalvik and Skaalvik (2011) found the posi-
tive effect of belongingness on job satisfaction with nurses and teachers respectively. 
Similarly, positive justice perceptions have positive impacts on the performance of 
the employees (Greenberg 1990; Cropanzana et al. 2007) Another important factor 
for relationships among the internal customers in a company is their organizational 
justice perceptions. Cropanzana et  al. (2007) found that the level of their organi-
zational belongingness increased in line with the organizational justice perceptions 
of the internal customers. If their belongingness level is high, they will help their 
colleagues in the company, have better performance, have more organizational citi-
zenship behaviours and try to do their best for the benefit of the company. As this 
research shows, organizational justice, vocational belongingness and internal cus-
tomer satisfaction are among the factors which have significant importance on the 
performance of the internal customers, and positive relations among them foster the 
promotion of each, which contributes to the well-being of the company eventually.

Relations among employees are always important; however, they may be more 
important in some sectors like maritime than others. The maritime sector is chal-
lenging, and it differs from other sectors in many ways. Because employees in 
the maritime sector, especially seafarers, face a lot of hardships such as extreme 
and ever-changing sea and weather conditions, continuous working hours, small 
living quarters, extraordinarily noisy environments or exhausting shifts (Håvold 
2005; Hystad and Eid 2016; Kausnik 2019). They do not have an opportunity to 
go home at the end of the day, see their family, get rid of the burden and stress 
of daily problems and relax (Nguyen et al. 2014; Maris 2018; Singh 2020). Dur-
ing the time they are at sea, their workplace is their home and their colleagues 
are their family. Naturally, relations and interactions of seafarers with their col-
leagues onboard a ship are important for their emotional health and performance. 
These relations and interactions which are shaped by some organizational out-
comes may be different from those which exist among the employees in other sec-
tors, as their working conditions may not be as demanding as those in the mari-
time sector. In this research, three of the outcomes which play a great role in the 
relations among the seafarers are studied. They are organizational justice percep-
tions, vocational belongingness and job satisfaction.
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1.1  Literature review and theoretical framework

Relations among the people are important in all organizations, but they are far more 
important onboard ships, which are close communities with no physical ties with the 
land or other organizations on land during the time they are at sea. They fulfil a very 
vital job which is carrying over 90% of traded goods. According to an OECD report 
(2018), ocean shipping is the main transport mode for global trade and maritime 
trade volumes are expected to quadruple by 2050 as global freight demand grows. 
All this work can be carried out thanks to the seafarers, so good relations among 
them are vital for all the work to run smoothly.

1.1.1  Organizational justice perceptions

The first of the organizational outcomes studied in this research is the organi-
zational justice perceptions of the seafarers. Organizational justice perception, 
which has been the topic of many studies so far, is mainly concerned with the 
perceptions of employees about the fairness of the issues related to working in 
an organization (Greenberg 1990; Poole 2007). It affects almost all the things 
concerning human relations in an organization and has an important effect to 
increase organizational performance (Jankingthong and Rurkkhum 2012). Some 
studies have shown that organizational justice perception is a primary cause of 
many variables influencing the attitudes of workers, such as internal customer 
satisfaction, turnover intentions and organizational engagement and behaviours, 
such as creative work behaviour, organizational citizenship behaviour and job 
efficiency (Xiaofu et al. 2018). Cropanzana et al. (2007) describe organizational 
justice perception as the “glue” that encourages individuals to work together 
efficiently. Organizational justice perception is studied in three dimensions: dis-
tributive, procedural and interactional. These dimensions focus, respectively, on 
the fairness associated with the resource allocation decision, whether tangible 
such as salary or intangible such as praise, within an organization (Colquitt et al. 
2001), the fairness of the decision which refers to the employees’ understanding 
of the fairness of management policies and procedures (Yean and Yusof 2016) 
and the significance of the consistency of interpersonal care obtained by people 
when processes are enforced (Colquitt et al. 2001).

1.1.2  Vocational belongingness

The next organizational outcome which affects the relations and interactions of 
seafarers is belongingness. Maslow (1968) placed belongingness in the middle of 
the motivational hierarchy pyramid. As Baumeister and Leary (1995) pointed out, 
it is a necessity, and its lack causes negative effects. Vocational belongingness is 
related to several topics such as the attitude and behaviour of the managers towards 
the employees, organization styles and communication levels of all staff in the work-
place, the degree to which social and economic expectations towards the work are 
met and the conditions under which the employees work. It is different from com-
mitment in that commitment implies a one-sided relationship, while belongingness 
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implies a two-sided, more deep-rooted phenomenon (Keskin and Pakdemirli 2016). 
The degree of vocational belongingness of an employee is something that deter-
mines their behaviours and attitudes towards work-life and positively affects their 
performance (Goren et al. 2014). Vocational belongingness is important because the 
more an individual internalizes values and aims of a workplace and feels he belongs 
to the organization or institution he works at, the more motivated he is to achieve 
organizational aims and to work for the organization (Oren et al. 2005; Sevinc and 
Şahin 2012). On the contrary, if people do not feel they belong to their job and work-
place, if they are not content with the behaviours of their managers or colleagues or 
they feel that their social and economic needs are not met, they cannot be successful 
and efficient in their workplace (Keskin and Pakdemirli 2016).

Somoray et  al. (2017) studied the relationship between the mental health of 
the employees and their vocational belongingness. They proved that satisfaction 
of compassion and the level of burnout can be strongly predicted by vocational 
belongingness. Adeyinka et al. (2007) conducted research on library workers and 
found that vocational belongingness has a very significant effect on motivating an 
employee. They concluded that an individual’s commitment to work, which has a 
direct effect on his/her performance, may be improved by vocational belonging-
ness level. Skaalvik and Skaalvik (2011) made research on a school and inves-
tigated this concept from the value consonance viewpoint, which refers to the 
degree to which teachers feel that they share the norms and values which are dom-
inant at school, and concluded that the consonance was in positive relation with 
belonging and internal customer satisfaction feelings of the teachers. These stud-
ies show that belongingness is a concept that contributes positively to the motiva-
tion level of the employees in a direct way, and therefore to the success of organi-
zations in an indirect way.

1.1.3  Job satisfaction

Another one of the most widely studied variables by organizational behaviourists 
is job satisfaction (Savickas and Savickas 2017; Brown and Peterson 1993). It is 
defined as “the positive emotional state resulting from the appraisal of one’s job 
or job experiences”, meaning if the employee has a positive or satisfying emo-
tional state from the evaluation of one’s work experience, that means he has high 
job satisfaction (Locke 1976; Zhu 2012). According to Hoffman-Miller (2013), 
job satisfaction is mainly affected by environmental and personal variables, such 
as modes of communication, supervision, culture, attitude and levels of educa-
tion. Moorman (1993) claims that it includes features such as working conditions, 
development opportunities, working output and emotions of employees in the 
workplace. Job satisfaction is dynamically connected to efficiency, labour turno-
ver and better employee-employer relationships, and is considered an essential 
component of employee morale relationships (Sinha 1965). It can increase or 
decrease depending upon factors such as earnings, job material and workplace 
relationships (Yeh, 2015). It is evident that elements of an experience become 
more or less enjoyable over its duration (Ariely and Carmon, 2000); therefore, 
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when job satisfaction declines, an individual can be driven to search for new job 
opportunities and withdraw from the current organization. In comparison, the 
individual will begin to gain a positive outlook on continuing jobs when job satis-
faction increases (Chen et al. 2011; Yeh 2015).

Studies show that the satisfaction of employees is as important as the satisfac-
tion of customers of the company because satisfied and motivated employees are 
the first step to customer satisfaction. Therefore, companies give their employees 
as much importance as they give to their customers and try to satisfy their needs 
and expectations as much as they do their customers since they are internal cus-
tomers of the companies (Mahler and Hennessey 1996; Lukas and Maignan 1996; 
Frost and Kumar 2000, Chatterjee 2001). Taking the opinions of internal custom-
ers into consideration will motivate them (Chang and Huang 2010), which is vital 
for the sustainability and productivity of companies (Heskett et al. 1994). Like in 
all other sectors, employee satisfaction is the first step to customer satisfaction in 
the maritime sector, too. Therefore, we will refer to employees, who are seafarers 
in this particular study, as internal customers.

A lot of studies have been done about the link between organizational justice 
perception and internal customer satisfaction. Although they are made in different 
sectors, they all reveal that there is a positive relationship between organizational 
justice perception and internal customer satisfaction. For example, Al-Zu’bi 
(2010) who conducted his research in electrical industries found that the relation-
ship between organizational justice perception and internal customer satisfaction 
was positively correlated. Usmani and Jamal (2013) found the same relation in 
banking sector employees, while Warner et  al. (2005) reached the same result 
with full-time workers. Schappe (1998) studied the relationship between these 
two concepts with insurance company employees and found that interpersonal 
procedural justice and distributive justice were more closely linked to employee, 
that is internal customer satisfaction.

The number of studies focusing on the relationship between satisfaction 
and belongingness is low; however, they show that belongingness is strongly 
correlated with workplace satisfaction (Borrot et  al. 2016) Job satisfac-
tion directly increases employee performance, and as employee satisfaction 
increases, the employee’s sense of belonging to the workplace also increases 
(Dewi et al.2020; Ulker and Ozdemir 2016; Arı and Sahin 2016; Spehar et al. 
2016). Winter-Collins and McDaniel (2000) studied the relationship between 
belongingness and job satisfaction with nurses and concluded that there was a 
significant positive relationship between the sense of belonging and total job 
satisfaction. Duru (2015) found that belongingness was positively associated 
with life satisfaction.

This study aims to investigate these three outcomes in organizational behav-
iour from the seafarers’ point of view. These concepts, which are organizational 
justice perceptions, vocational belongingness and internal customer satisfaction, 
have been popularly investigated in ashore organizations so far; however, the 
studies which focus on these in maritime are limited. This study intends to fill a 
gap in this field and aims to contribute to the literature of organizational relations 
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from the viewpoint of seafarers’ organizational justice perceptions in relation to 
vocational belonging and internal customer satisfaction levels.

1.2  Studies in maritime literature

A literature review of these three outcomes in the maritime sector reveals that 
there has been no particular study focused on vocational belongingness so far, 
while there are some studies that investigated the relationship between organiza-
tional justice perception and internal customer satisfaction.

One of these is a study conducted by Yorulmaz and Ozbag (2020), who 
collected data from seafarers working on merchant ships using the organiza-
tional justice perception scale developed by Niehoff and Moorman (1993) and 
the job satisfaction scale developed by Chen et  al. (2009). They found that 
the justice perception of seafarers positively affected their internal customer 
satisfaction level.

Larsen et  al. (2015) studied internal customer satisfaction in the cruise 
sector. They conducted interviews with seafarers and made a questionnaire 
based on information gained from the interviews. They aimed to find any 
particular job perceptions which are highly related to job satisfaction. They 
concluded that “respect, social atmosphere and food and living quarters” 
are the main influencers of job satisfaction and found that job experiences 
influence outcomes such as internal customer satisfaction and organiza-
tional commitment.

A similar research was made by Bergheim et  al. (2015) to investigate the 
relationship between psychological capital, internal customer satisfaction and 
safety perceptions in the maritime industry. They conducted two studies to 
collect data using surveys approved by the Norwegian Social Science Data 
Service, which included questions from Psychological Capital by Luthans 
et  al. (2007) and the Job Satisfaction Scale by Brayfield and Rothe (1951). 
In the first study, the questionnaire was answered by 486 maritime workers, 
and in the second study, it was answered by 817 workers. They concluded 
that internal customer satisfaction and individual motivation are considered 
to be important components of maritime organizations. They also found that 
psychological capital relates positively to both safety climate perceptions and 
job satisfaction.

Kum et al. (2018) analyzed the key determinants of seafarers’ internal cus-
tomer satisfaction and success. They prepared a survey of 24 predetermined 
measurement items and electronically mailed them to maritime companies in 
Singapore. It was replied to by 116 respondents properly, who later participated 
in post-survey interviews. They found that a number of factors such as rewards, 
job-related stress, salary, benefits, promotion and training opportunities have 
direct effects on the job satisfaction level of seafarers.

Pollnac and Poggie (1988) pointed out the importance of management for 
the internal customer satisfaction level of the fishermen in their study which 
was conducted on fishermen. They interviewed a total of 201 fishermen using 
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a 22-item list. They found that the structure of internal customer satisfaction 
among New England fishermen is connected to several management-impacted 
things, such as fishing style, time at sea, freedom to come and go as one wishes.

2  Methodology

2.1  Hypotheses

Studies in different sectors showed that there was a positive correlation between 
the organizational justice perceptions of employees and their job satisfaction lev-
els (Schappe 1998; Al-Zu’bi 2010; Usmani and Jamal 2013; Bakhshi et al. 2009; 
Warner et  al. (2005). Studies that have been made in the maritime sector so far 
focused on the factors which affect job satisfaction levels of the internal customers 
of this sector (Larsen et  al. 2015; Bergheim et  al. 2015; Kum et  al. 2018; Poll-
nac and Poggie 1998; Crewtoo 2015) except for one which shows that there is 
a positive relationship between job satisfaction levels and organizational justice 
perceptions of the internal customers in this sector (Yorulmaz and Ozbag, 2020). 
Depending on these studies, we formulated our first hypothesis as.

H1: Organizational justice perception of seafarers has a positive effect on 
internal customer satisfaction.

As Jankingthong and Rurkkhum (2012) suggest, organizational justice percep-
tions affect a lot of things in an organization concerning human relations. It is the 
most important factor for many variables influencing internal customers’ attitudes 
and perceptions (Xiaofu et  al. 2018). It has been discovered that when people 
believe in fairness, they have better relationships with their co-workers, bosses 
and the organization. Another important factor that influences the motivation of 
the internal customers is their vocational belongingness levels (Adeyinka et  al. 
2007; Skaalvik and Skaalvik 2011) which is determined as a result of their cul-
tural and professional experiences (Cardwell and Lewis 2017). Ali and Jaaffar 
(2020) found that justice has a significant effect on vocational belongingness. In 
a study conducted by Lambert with the correctional workers (2003), it was found 
that justice has positive effects on satisfaction and commitment. Considering 
the effect of organizational justice perceptions on almost everything concerning 
human relations in an organization, including vocational belongingness levels of 
the internal customers, we aimed to see the relationship between organizational 
justice perceptions and the belongingness levels of seafarers, so we formulated 
our second hypothesis as.

H2: Organizational justice perceptions of seafarers have a positive effect on 
vocational belongingness.

The positive impact of job satisfaction on organizational features is stud-
ied widely, and it was found that high levels of job satisfaction signal positive 
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feelings towards organizational features (Bakotic 2016). It has significant effects 
on some concepts in organizations such as organizational citizenship (Murphy 
et  al. 2002; Foote et  al.2008), or job performance (Platis et  al. 2015; Bakotic 
2016). It has positive impacts on commitment, too. (Adekola, 2012; Azman and 
Razak 2016; Shah et al. 2013 and Tatar 2020). In the literature, there are not any 
studies the main aim of which is to see the relationship between satisfaction and 
belongingness.

Because Meyer et  al. (2006) say belongingness can be directly linked to com-
mitment, which is described as a force that binds an individual to a target (social 
or non-social) and to a course of action of relevance to that target, and because 
few studies like the one conducted by Van Dick et al. (2004) suggest that fostering 
identification and belonging in an organization could have positive effects on job 
satisfaction, we formulate the third hypothesis as.

H3: Internal customer satisfaction of seafarers has a positive effect on vocational 
belongingness.

The conceptual model is displayed in Fig. 1. It presupposes that organizational 
justice perceptions affect both satisfaction and vocational belongingness levels of 
the internal customers. As is stated in the third hypothesis, the satisfaction levels of 
internal customers affect vocational belongingness. In the following part, the steps 
taken to test the hypotheses are explained.

2.2  Data collection

The focus of the research is on seafarers in Turkey. To collect the data from the 
seafarers, a questionnaire was used. It was administered to 403 seafarers between 
2019 and 2020. Of these, 398 questionnaires were evaluated, as 5 of them were 
not completed properly. Since it is not possible to collect data from all seafarers, 

Vocational 

Belongingness

Organizational 

Justice 

Perception

Internal 

Customer 

Satisfaction

H2

H1

H3

Fig. 1  Research model
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a convenience sampling method was used. In this context, the sample size of 398 
seafarers at a 0.05 confidence level is large enough to cover the whole community.

The questionnaire which was used to collect the data had two parts. The first 
part measured the demographic characteristics of the participants. The second part 
examined the participants’ organizational justice perception, vocational belonging 
and internal customer satisfaction level.

To measure the organizational justice perception of the respondents, the “Organi-
zational Justice Perception Scale” developed by Niehoff and Moorman (1993) was 
used. The reliability and validity analysis of this scale was conducted in Turkey 
by Gurbuz and Mert (2009), who found the scale developed is a reliable and valid 
instrument that can be used in measuring the perception of organizational justice 
in Turkey. This is the reason why it was preferred in this study. This scale has three 
dimensions, which are distributive justice, procedural justice and interactional jus-
tice, and 20 items are evaluated on a Likert scale with scores between 1 (complete 
disagreement) and 5 (complete agreement).

To measure the vocational belonging level of the respondents, the “Vocational 
Belonging Scale” developed by Keskin and Pakdemirli (2016) was used. Similar to 
the “Organizational Justice Perception Scale” developed by Niehoff and Moorman 
(1993), this scale has three dimensions: vocational administration belonging, voca-
tional organization belonging and vocational place belonging. These are measured 
by a 39-item questionnaire on a Likert scale with 5 levels from 1 (strongly disagree) 
to 5 (strongly agree). This scale was preferred in this study because it was developed 
in Turkey with Turkish respondents who are employees in the state and private sec-
tor so it is well suited to this study, which was conducted with Turkish seafarers.

Finally, the short form of “The Minnesota Satisfaction Questionnaire”, originally 
developed by Weiss et  al. (1967), was used. The short form of the questionnaire 
which consists of 20 questions with five response choices from 1 (very satisfied) to 5 
(very dissatisfied) is used to measure the internal customer satisfaction levels of the 
seafarers. This is one of the most common, well-known, and reliable tests measuring 
satisfaction in an organization. The simplicity of the test made it easy to understand, 
both in the English version and Turkish translation, and therefore, it was preferred.

Scale items used in study are given in Table 1.

2.3  Study population

The data belonging to the first part of the questionnaire which is about the demo-
graphic features of the respondents is given in Table 2 below.

As seen in Table  2, the numbers of female (70) and male (328) seafarers who 
took part in the survey are not proportionate. This is because women are highly 
underrepresented in the maritime sector. When the percentage of female and male 
personnel in the sector is taken into consideration, it is seen that the figures in the 
sample group are consistent with the figures in the sector. Of the seafarers who par-
ticipated in the survey, 43.7% are single while 56.3% are married. The majority of 
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the participants (46%) have worked in the maritime sector between 5 and 10 years, 
and 78.1% of them are university graduates.

2.4  Reliability and validity analyses of the research scales

Data obtained was analyzed using the International Business Machines Statistical 
Package for the Social Sciences (IBM SPSS) 24.0 and Analysis of Moment Structures 
(AMOS) 21.0 program. The reliability of the scales used in the research is assessed by 
Cronbach’s alpha coefficient method while the factor analysis method is used to assess 
their validity. To test the suitability of the data for factor analysis, Bartlett’s test of sphe-
ricity and Kaiser Meyer Olkin (KMO) are used. By Bartlett’s test of sphericity, it is 
proved that the relationship among the variables is adequate to conduct a factor analysis 
(p = 0.00 < 0.05). The results of the validity and reliability tests for the data obtained in 
the research are given in Table 3.

Cronbach’s alpha is 0.917 for the organizational justice perception scale, 0.937 for 
the vocational belongingness scale and 0.892 for the internal customer satisfaction 
scale. Cronbach’s alpha coefficient, which measures the reliability, or internal con-
sistency, should be between 0 and 1 for a test to be reliable. It is possible to say that 
the scales used in this research are reliable depending on the alpha coefficient. Kaiser 
(1974)-Meyer Olkin test measures the adequacy of sampling for each model variable 
and full model. It returns values between 0 and 1. If the KMO value is between 0.8 and 
1, this indicates that the sampling is adequate.

KMO value in our research is 0.963, which means it is very good (Kaiser 1974). The 
total eigenvalue of each variable in the research is bigger than 1, and all are grouped 
under one factor. Cumulative variations are over 70%. The factor load on each scale 

Table 2  Demographic characteristics of the seafarers who participated in the study

Experience (years) f Percentage Age f Percentage

1–4 142 35.7 18–25 68 17.1
5–10 183 46.0 26–33 141 35.4
10–14 22 5.5 34–42 121 30.4
15–19 15 3.8 43–49 31 7.8
20 and above 36 9.0 50 and above 37 9.3
Position N % Gender N %
Master mariner 101 25.4 Female 70 17.6
Second officer/mate 57 14.3 Male 328 82.4
Third officer/mate 75 18.8 Education N %
Fourth officer/mate 41 10.3 Primary school 15 3.8
Chief/first engineer 66 16.6 High school 46 11.6
Other 58 14.6 University 311 78.1
Marital status N % Post-grad. degree 26 6.5
Married 224 56.3 Total 398 100
Single 174 43.7
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in the research is 0.50 and above. Taking all these values into consideration, it is con-
cluded that the structural equity model can be used in the research (Hair et al. 2010).

3  Structural analysis and results

3.1  Structural model

The structural equity model, which is a powerful analysis method widely used in 
social sciences, enables the users to test the model as a whole. This method, which 
is a combination of many statistical techniques, helps to explain cause and effect 
relationships. Therefore, to present the relations among the variables, structural 
equity modelling test is made by using the AMOS program. AMOS software, which 
was designed by IBM company, is widely used to confirm a theory by estimation 

Table 3  The results of the validity and reliability tests

Variable Question Factor load Eigenvalue Variance % Cronbach’s 
alpha coef-
ficient

Organizational justice perception OJP1 0.689 12.410 56.411 0.917
OJP2 0.769
OJP3 0.781
OJP4 0.708
OJP5 0.727
OJP6 0.786
OJP7 0.811
OJP8 0.799
OJP9 0.810
OJP10 0.828
OJP11 0.757

Vocational belonging VB1 0.800 1.980 9.000 0.937
VB2 0.815
VB3 0.841
VB4 0.800
VB5 0.634

Internal customer satisfaction ICS1 0.692 1.033 6.058 0.892
ICS2 0.690
ICS3 0.634
ICS4 0.747
ICS5 0.755
ICS6 0.743

Kaiser Meyer Olkin (KMO) 0.963
Bartlett’s test of sphericity Approx. chi-squared: 7883.236

df: 78
Sig: 0.000
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techniques in structural equity model analysis (Hair et al. 2010; Byrne 2010). The 
purpose is to test the hypotheses put forward in the research and to create a struc-
tural model as seen in Fig. 2.

As is seen in the structural equity model in Fig. 2, the organizational justice per-
ception variable has a positive and significant effect on vocational belongingness 
and internal customer satisfaction. It is revealed that internal customer satisfaction 
affects vocational belongingness, although the regression coefficient is not high.

3.2  The goodness of fit values

It is necessary to consider the goodness-of-fit values concerning the structural model 
to determine the significance of the structural model as a whole. The goodness-of-fit 
values were analyzed to prove the validity of the model. These values are given in 
Table 4.

For the structural equity model to be consistent with the data, there should not 
be any discrepancy between observed values and theoretical limits. In this research, 
chi-squared goodness-of-fit criterion, which was supposed to be below 5 and close to 

Fig. 2  Structural model
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0, is (x2/df = 2760), which means it has a good value, and the values of chi-squared 
goodness-of-fit criterion for the whole structured model are RMSEA = 0.067, 
RFI = 0.921, CFI = 0.954, GFI = 0.883, AGFI = 0.855, IFI = 0.954 and NFI = 0.930 
within acceptable values (Hair et al. 2010). Therefore, it is proved that the data con-
cerning the relations in the research model is consistent with the sample. It is also 
proved that the model is valid as a whole.

As a result of the analysis, the scale items with factor loadings below 0.50 
(organizational justice perception OJP12, OJP13, vocational belongingness VB6) 
were eliminated (Hair et  al. 2016). Subsequent analyzes were continued with the 
remaining scale items.

3.3  The analysis of regression coefficients

The results of the regression coefficient analysis that are made to evaluate the 
hypotheses put forward in this research are shown in Table 5.

On the analysis of Table 5, it is seen that the organizational justice perception 
variable is effective on internal customer satisfaction (R = 0.640, p = 0.000) and 
vocational belongingness (R = 0.712 + 0.073, p = 0.000) while internal customer sat-
isfaction has low effect on vocational belongingness (R = 0.712 + 0.073, p = 0.000).

Organizational justice perception is the most effective variable on vocational 
belongingness while internal customer satisfaction has a significant but low effect.

According to the results of the analysis, the seafarers’ organizational justice per-
ceptions affect their internal customer satisfaction levels and vocational belonging-
ness positively. That means the result of the analysis shows that all the hypotheses 
formulated in the research are accepted.

Al-Zu’bi (2010), Usmani and Jamal (2013) and Schappe (1998) found a sig-
nificant positive relationship between organizational judgment perceptions of 

Table 4  The goodness-of-fit 
values of the research model

X2 chi-squared value, DF degree of freedom, RMSEA root mean 
square of approximation error, RFI relative fit index, CFI compara-
tive goodness-of-fit index, GFI goodness-of-fit index, AGFI adjusted 
goodness-of-fit index, IFI incremental goodness-of-fit index, NFI 
normed fit index

Model fit index Acceptable value Model fit value

X2 563.029
DF 204
Probability 0.000
χ2/df  ≤ 5 2.760
RMSEA 05–08 0.067
RFI  ≥ 85 0.921
CFI  ≥ 90 0.954
GFI  ≥ 85 0.883
AGFI  ≥ 85 0.855
IFI  ≤ 90 0.954
NFI  ≥ 90 0.930



 P. Ozdemir et al.

1 3

employees and their job satisfaction levels. In the maritime sector, the research 
made by Yorulmaz and Ozbag (2020) found that the justice perception of seafar-
ers positively affected their internal customer satisfaction level. In our research, the 
structural equity model in Fig.  2 shows that the organizational justice perception 
variable has a positive and significant effect on internal customer satisfaction. Addi-
tionally, the analysis of regression coefficients also proves that the organizational 
justice perception variable has an effect on internal customer satisfaction (R = 0.640, 
p = 0.000). These indicate that the finding of our study is similar to the findings of 
previous studies, so our first hypothesis which is “Organizational justice perception 
of seafarers has positive effect on internal customer satisfaction” is validated.

The second hypothesis, which is “Organizational justice perception of seafar-
ers has positive effect on vocational belongingness”, is validated, too, as is seen in 
the structural equity model in Fig. 2. According to the regression coefficient analy-
sis, the organizational justice perception variable has effect, although it is low, on 
vocational belongingness (R = 0.712 + 0.073, p = 0.000). This result is similar to the 
result of the study conducted with nurses by Winter-Collins and McDaniel (2000) 
who found a positive relationship between these two outcomes.

The last hypothesis we formulated is that “Internal customer satisfaction of sea-
farers has a positive effect on vocational belongingness”. This one is also accepted 
on the grounds of the data gained from the structural equity model which revealed 
that internal customer satisfaction is effective on vocational belongingness, although 
the regression coefficient is not high. When we look at the results of regression 
analysis, we see that internal customer satisfaction has a low effect on vocational 
belongingness (R = 0.712 + 0.073, p = 0.000). This indicates our third hypothesis is 
also validated although the coefficient is not high. The same result that was reached 
by the studies made by Skaalvik and Skaalvik (2011), Spehar et al. (2016) and Van 
Dick et al. (2004) demonstrates a link between these two outcomes, too.

Table 5  The results of hypothesis testing

Regression Direction

Non-

Standardized 

Regression

Standardized 

Regression

Standard 

Error

Significance 

Level

Internal

Customer

Satisfaction

Organizational 

Justice Perception

0.461 0.640 0.042 0.000

Vocational

Belonging               
Organizational 

Justice Perception

0.823 0.712 0.070 0.000

Vocational

Belonging
Internal Customer

Satisfaction

0.159 0.099 0.081 0.049
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That the coefficient is not high may be due to the existence of factors other than 
belongingness contributing to the satisfaction. These factors may be open interac-
tion, effective conversation culture, support and encouragement, common values, a 
shared vision of the work and its objectives and structure of leadership (Lampinen 
et al 2018).

As a result of this research, it is seen that both of the variables in the study affect 
vocational belongingness positively; however, the effect of organizational justice 
perception is higher.

Based on these findings, all the hypotheses formulated have been accepted.

4  Discussion

In line with the previous studies both in the maritime sector and in other sectors, this 
study found a significant positive relationship between organizational justice percep-
tions of internal customers, which are seafarers in this study, with their vocational 
belongingness and satisfaction levels.

Vocational belongingness and internal customer satisfaction are important out-
comes in organizational behaviour because if they are at high levels, internal cus-
tomers’ morale and motivation will increase (Kaldenberg and Regrut 1999; Syptak 
et al 1999; Scheers and Botha 2014). High morale and motivation lead to high pro-
ductivity and performance (Shaban et al 2017). Working onboard a ship is difficult 
because it is a lifestyle more than an occupation, affecting every moment of the sea-
farers’ life (Thomas et al 2003). The hardships they face such as being onboard for 
extended periods, interacting with people from different cultures and backgrounds, 
not only working but also living with them even if they cannot get along well, 
require seafarers to be mentally strong. Seafarers need to have motivating factors 
that will make their life onboard bearable. These may range from concrete ones such 
as high salary or fringe benefits the company offers to abstract ones such as feel-
ing belongingness to their vocation or being satisfied with their job or being treated 
fairly.

Studies show that fair treatment is an important factor from the motivation per-
spective (Ghazi and Jalali 2017; Kang et  al 2006; Cropanzana and Rupp 2003; 
Sutanto et al. 2018; Bell et al. 2006), and motivation plays a big role in job satisfac-
tion of internal customers (Pang and Lu 2018).

In parallel with these findings, we found that positive perceptions of organiza-
tional justice will cause a domino effect on organizational outcomes such as job sat-
isfaction and vocational belongingness levels respectively by increasing seafarers’ 
motivation. Therefore, it is important to provide such an atmosphere onboard a ship 
where the seafarers can have a high perception of organizational justice.

This requires the personnel at senior positions onboard a ship to be fair regard-
ing the distribution of resources. These resources may be concrete such as salary 
or intangible such as praise (Colquitt et al 2001). They should make sure that the 
benefits and the burden of workload are distributed equally among seafarers so that 
they can feel that the way they are treated and paid is fair and everyone onboard is 
working equally to meet the responsibilities of the work they are entitled to do.
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Besides, the people at senior positions onboard a ship should also be fair in their 
decisions concerning the internal customers. They should collect accurate and com-
plete information about the issues that they are supposed to solve and decide in an 
unbiased manner. They should also be ready to justify their decisions which should 
be equally applied to all those concerned, and they should make seafarers feel free 
to object to these if they want to. If the seafarers feel that these procedures and pro-
cesses used by the senior are fair, they will be more satisfied and more likely to form 
a positive attitude to management’s decisions (Yean and Yusof 2016).

Finally, as Colquitt et al. (2001) expressed, the quality of the interpersonal treat-
ment people get during the time when procedures are being implemented is impor-
tant. It is vital to treat internal customers kindly and considerately, no matter what 
occupation is in question. In maritime, like with any other job, it is important for the 
seafarers to be treated with respect and dignity. Seafarers should be informed about 
the decisions that are made and the reasons why these decisions are made in that 
way in advance and satisfactorily.

All of these are the prerequisites for high perceptions of organizational justice. 
Our research showed that if the requirements for a high organizational justice per-
ception are met, the levels of vocational belongingness and job satisfaction will 
increase. In line with this, the motivation, productivity and happiness of the seafar-
ers will increase, which will lead to a better working climate for the seafarers.

Another outcome of our study is that job satisfaction affects vocational belong-
ingness positively. This is in parallel with the findings of Mitroussi and Notteboom 
(2015) and Kanev et al. (2017), who found that motivation increases job satisfaction 
onboard a ship. Hee et al. (2019) found that job satisfaction increases the sense of 
belonging in the workplace. In accordance with this, we also found that the job sat-
isfaction levels of the seafarers increase their vocational belongingness positively.

It is important for seafarers to be content with their life onboard. Because of the 
challenging conditions, only those who are motivated enough to work there can bear 
the hardships of life onboard. High organizational justice perceptions are a way to 
create more motivation. High levels of vocational belongingness and job satisfaction 
which are triggered by these perceptions will help overcome the predicaments of life 
onboard. It will also help the creation of a peaceful and seafarer-friendly atmosphere 
onboard ships. These are important factors for a safe and smooth time at sea, which 
can make it possible for seafarers to be affected minimally by the disadvantages of 
the long and somewhat lonely time passed onboard.

5  Conclusion

The literature on the outcomes of organizational behaviour is quite rich since 
there have been a lot of studies on the relations among people in an organiza-
tion. Every time research is conducted, something new is likely to be added to 
the literature. Although there are ample studies made about the relations between 
various organizational outcomes and organizational judgment perceptions of the 
people in organizations, there is still a very scarce amount of research relating to 
the maritime sector, especially to seafarers, which call for special attention due 
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to the extraordinary work and life conditions they have. Since the seafarers work 
and live onboard, under demanding conditions in a limited place, their relations 
with each other may be different from the relations of the people in an organiza-
tion that is on land. Therefore, it is important to learn more about the feelings and 
perceptions of seafarers who are supposed to work and live in the self-sufficient 
environment of a ship for a long time.

One of the conclusions that can be drawn from this research is the role of 
organizational justice perceptions of the seafarers onboard a ship. As the research 
suggests, vocational belongingness and internal customer satisfaction levels of 
the seafarers are related to their organizational justice perceptions. The litera-
ture review indicates that fair distribution of justice in an organization is crucial 
because it has an impact on practically every aspect of human relations and has an 
important role in increasing organizational performance, innovative work behav-
iour and organizational citizenship behaviour of the employees. It also affects the 
attitudes of employees in ways such as internal customer satisfaction, turnover 
intentions and organizational involvement and actions (Jankingthong and Rurk-
khum 2012; Xiaofu et  al. 2018). If the employees feel that the procedures and 
processes in an organization are fair, they will be more satisfied and more likely 
to form a positive attitude to management’s decisions (Yean and Yusof 2016). 
While working smoothly and efficiently is important for every organization, it is 
far more important in maritime since interactions among people onboard a ship 
are not limited to the time they spend while working. Because of working and 
living onboard a ship that has limited space for people, their interactions with 
each other go on for days or weeks or, even months without interruption. Besides, 
contrary to the practice in ashore places, they cover weekends and holidays in 
addition to workdays. Therefore, it is of crucial importance to establish strong 
and fair relations among seafarers and provide them with a peaceful environment 
where they can internalize the aims and values of their job and are satisfied with 
it, which, in turn, will increase motivation and productivity in the long run.

The next conclusion that can be drawn is related to the retention of the seafar-
ers onboard. It takes years for a seaman to be a good seafarer; however, they tend 
to prefer working ashore after serving at sea for a while because of the demand-
ing conditions onboard. If these conditions are accompanied by weak organiza-
tional judgment perceptions, their vocational belongingness and internal customer 
satisfaction levels will decrease. This will cause them to lose their enthusiasm to 
work onboard and to leave their job, which will automatically result in the loss of 
experienced workforce. Since one of the most challenging issues in maritime is 
the retention of good seafarers onboard (Caesar et al. 2015; Nguyen et al. 2014), 
it is critical to provide them with a fair environment where they can achieve high 
internal customer satisfaction levels and vocational belongingness so that they 
may serve onboard for longer periods, meeting the demand for qualified personnel 
onboard.

Further research in this field may be done by conducting the study with a 
broader group of seafarers in the international arena and comparing the results to 
see if these perceptions change among seafarers from different cultures.
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