THE ROLE OF ORGANIZATIONAL JUSTICE ON EMPLOYEE. .cciues 124

THE ROLE OF ORGANIZATIONAL JUSTICE ON EMPLOYEE
COMMITMENT OF SENIOR NON- ACADEMIC STAFF IN
THE NIGERIAN UNIVERSITIES.

Munir Shehu Mashi

College of Business, Univeisiti Utara Malaysia; Malaysia (UUM)
06010 Sintok, Kedah Daruldman Malaysia

Tel! 4601126502110, Email. Munirshehu@ymal.com

Olanrewaju Atanda Aliu
Department of Accounting
Wniversity of Hlorn

Email: lanre@unilorinedung

Abstract

Highly committed workers are prerequisite resource for:a sucessful arganization. g, i} ﬂ"dm:f
have shown the impact of distributive justice, interoctional justice ond precedurel justice Simang ,n_‘:
determinonts fostering workers’ commitment, Grounded in sociol exchange theary, this study ﬂfjm s
the influence of distributive justice, interoctional justice ond procedural justice on Empcye=a
arganizational commitment among senior members of rion- academic staff in the Nigerian il
The study opplied partial least squore structural equation models (PLS-SEM) to onolyze dota phbtained
from 201 nor- ocademic stoff. The results show that ameng the hypothesized relationships of e Ef”dr
variobles there is significant pesitive relationship between distributive Justices {.3_59-15‘*5-: t =2-3:3! i
0.01), (8= 0.3664; t=3.82 p = 0.00), (R= 0.365; t = 4.297; p = 0.00) on the three dimensicn of
commitment. Additionally, positive relotionskip-exists-between interactional justice ($=0.287; t 53:545 P
= 0.00), (R = 0.265; t = 2.97: p = 0.001), (B = 0.142; t = 1.61; p = 0.054) on the three dimension of
commitment. On the contrary, the relationship between procedural justice {A = 0.0225; l‘_=_ﬂ.239; p=
0.386) ond continuance commitment is not supported. This poper contributes to the existing human
resources fiterature on employees’ commitment and guides university management on how o
improved employees’ commitment. The paper recommends that universities should consider os relevant
foctor ospects of organizational justice in.an effort toenhance workers commitment.

KEYWDrdS'. Distributive justice, ~interactional justice, procedural justice, arganizationa!
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Introduction

Employees are vital assets towards the success or failure of an organization
in a turbulent environment. Employees' commitment has been regarded as
significant factor of dedication and loyalty to their organization (Rhoades,
Eisenberger & Armeli, 2001). Meyer and Allen (19391) stated that highly
committed workers have a sense of identification and belonging that
increases their participation in the organization's activities and willingness to
contribute to the attainment of organization's goals and objectives and
influence their desire to remain with the organization. In addition,
committed employees are always proud of their organizational membership
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and exhibit higher echelons of productivity (Mowday, Parter & Steers, 1982,
Steinhaus & Perry, 1996). Employees’ commitment served as fundamental
indicator of the effectiveness of an organization {Lincoln & Kalleberg, 1990j.
Similarly, it is generally agreed that employees' commitment can result 1o a
high-quality exchange between Organization and its employee (Colquitt,
Baer, Long & Halvorsen-Ganepola, 2014).

Employee perception of organizational justice is generally agreed by
organizational researchers as an influencing factor in employee commitment
to the organization. Employee perceptions of organizational justice may
promote the spirit of organizational commitment whereas absence of
organizational justice is likely to lead to low commitment among employees.
Employees who perceive unfairly treat from their organization are likely to
display limited commitment. On the other hand those who perceive equal
treatment will contribute to the organization through their commitment.
This paper investigates the relationship between organizational justice and
employee commitment in the Nigerian universities to contribute to the
countries’ effort to achieve Vision 2020. Understanding this relationship is
particularly significant in the Nigerian context (Owolabi, 2012) for at least
two reasons for a number of reasons. Firstly, there is scarcity of empirical
studies on organizational justice, and organizational commitment within
Nigerian context (Karatepe, 2011; Owaolabi, 2012). Secondly, as Nigeria
strives to achieve rapid economic growth, the impact of committed workers
as the engine to stimulate this growth cannot be over-emphasised. Besides,
majority of the studies related to organizational justice are mainly from
western and Asia countries (Agarwal, 2014; Rai, 2015). Only a few studies
(Ajala 2016; Owolabi, 2012) were conducted in Africa in general and Nigeria
in particular and the findings may not be generalizable due to countries
cultural differences (Hofstede, 1980). Similarly, the existing related studies
above in Nigeria focused on health and manufacturing industries. To extend
the empirical findings, this study focused on higher educational institutions.
The introduction section of the study is followed by literature review. Section
three explains the methodology of the study while section four presents the
results of analyses relating to hypotheses testing. The last section presents

the conclusion and policy recommendations
#
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Literature Review

Organizational Commitment (OC)

Organizational commitment has received wide attention in the I!-teiaturz
Organizational commitment is defined as “an individual's psychulﬂglca II.]T
to the organization, including a sense of job involvement, loyalty and beliefin
the values of the organization” (0’Reilly, & Chatman,‘ 1989). .Mever and
Allens (1991) conceptualized organizational t;c:—r‘nm:tment into thatee
dimensions comprising of continuance (CON), affective (AC) and normative
(NOR) commitment. Continuance commitment refers to awarf.-ness of the
costs associated with leaving the organization. Affective c?nm.mltme.nt refers
to an employee’s emotional attachment to, identification w:th,_ and
involvement in the organization. Normative commitment rEfT?CIS a feeling '-':“f
obligation to continue employment. “Committed employee is b who will
stay with the organization through thick and thin, attends work regularly,
puts in a full day (and maybe more), protects company 355'5‘*5_; and “'}'hﬂ
shares company goals” (Allen, & Meyer, 1997, p.3). This commitment is a
Psychological force that unites workers to the organization and increases the
possibility that the warkers may maintain organizational membership (Meyer
& Allen, 1991). Allen and Meyer (1997) further opined that the workers wha
are more commitment to the organization will be valuable than the workers
with weak commitment. Therefore, understanding the relationship between
organizational justice and organizational commitment is significant to
achieve desired workplace outcomes.

Organizational Justice (OJ)

Myriad of studies in organizational behavior have recognized employee
perceptions of equity, justice, or fairness in the organizations as significant
factor in employee attitudes and behavior (Frenkel, & Bednall, 2016: Ha, &
Ha, 2015; Rai, 2015:; Shan, Ishag, & Shaheen, 2015). Workers would likely
show positive attitudes about their work and work-related outcomes if they
perceived fair treatment from the organization (Moorman 1991; Moorman,
Blakey, & Niehoff, 1998). In extant literature, organizational justice was
conceptualized in three distinct dimensions of justice, whicH includes:
interactional (INTER), distributive (DIS) and procedural (PRO) justices.
Interactional justice is related to the workers perception of quality and equity
of their relations with the decision-maker such as treating workers with
respect and dignity (Ramamoorthy & Flood 2004). Distributive justice on the
other hand refers to the fairness of decision outcomes (Colquitt, Greenberg,
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& Zapta-Phelan, 2005; Greenberg 1990). Procedural justice refers to workers
Perception related to the decision-making procedures used to determine the
distribution of the outcome (Greenberg 1990).

Employees with higher commitment usually need to emotionally identify and
attach themselves to the organization (Dominguez-Falcén, Martin-Santana, &
De Saa-Perez, 2016; Meyer & Allen, 1991). Drawing from social exchange
theory, workers can be committed to the organization in line with the fair
treatment they get from the organization (Rhoades, & Eisenberger, 2002;
Wayne, Shore, Bommer, & Tetrick, 2002). Woaorkers who perceived they
received higher level of justice have tendency to demonstrate 3 higher
degree of organizational commitment (Ambrose & Schminke, 2009; Wan,
2016), and are likely to exhibit higher positive work related outcomes such as
extra-role behavior and higher job performance (Wan, 2016; Wright &
Bonett, 2002). In contrast, workers who are suffering from injustice may
have a lower level of both continuance commitment, affective commitment,
and normative commitment. Empirical studies have submitted that
distributive, interactional and procedural justice predict Organizational
commitment (Ajala., 2016; Andrews, Kacmar, Blakeley, & Bucklew, 2008;
Cohen-Charash, & Spector, 2001; Klendauer, & Deller, 2009; Korsgaard,
Schweiger, & Sapienza, 1935).

Methodology

Study Hypotheses

Based on the reviewed literature above the following hypotheses are
formulated:

HO1: Distributive justice is positively related to affective commitment of non-
academic staff.

HO2: Distributive justice is positively related to continuance commitment of non-
academic staff.

HO3: Distributive justice is positively related to normative commitment of non-
academic staff.

HO4: Interactional justice is positively related 1o affective commitment of non-
dcademic staff.

HO5: Interactional justice is positively related to continuance commitment of
non-academic staff.

HO6: Interactional justice is positively related to normative commitment of non-

academic staff.
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HO7: Procedural justice is positively related to affective ¢

academic staff, :

HO8: Procedural justice is positively related to confinuance commitment of non-
academic staff. ,

HO9: Procedural justice is positively related to normative commit

ammitment of non-

Sample’s Descriptive Statistic

The study is cross-sectional in terms of design. Respondents were nnn-ac-ademlc
staff of university from Nigerian universities. The respondents were grawnising
simple random sampling of non-academic staff from Universities !n N:gerra, Data
collection was conducted using questionnaires with a seven-paint Likert scale
ranging from “1” “strongly disagree” to “7” strongly agree”. A total of 201
filled and returned questionnaires were found usable for analysis: The 5?'“”'&
size consisted of 156 (78% male) and 45 (22% female) with average age of
35.55years. Partial least squares structural equation madeling {F]_’S} ol useﬂd
to analyze the data. The justification for utilizing this technique is that PLS is
an advanced statistical technique for testing path relationships and _Wfth the
capability to handle both reflective and formative constructs (Chin ‘1?98’
2000; Hair, Ringle, & Sarstedt, 2011)). In addition, PLS places minimal
limitations on sample size and normality assumption.

Measures

Organizational Commitment

The non-academic staff perception towards organizational commitment was
measured with organizational commitment questionnaire (0CQ) adapted
from Allen and Meyer (1997). OCQ has 18 items with six items for each of
affective (AC), continuance (CON) and normative (NOR) dimensions of
organizational commitment. The six items used to measure AC reported
internal consistency of 0.82, Example of Items includes: “I feel strong sense
of belonging to my organization” and “| fell personally attached to my work
organization”. CON was measured using six items that reported internal
consistency is 0.74. Example of items includes: “Right now, staying with my
organization is a matter of necessity as mucH as desire” and “I believe | have
too few options to consider leaving this organization”. Similarly, NOR was
equally measured using six items from that reported internal consistency of
0.83. Example of items includes: "I would feel guilty if | left my organization
now" and “This organization deserves my loyalty”.
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Organizational Justice

The non-academic staff perception
measured with items adapted from
measured are: interactional (INTER),

towards organizational Justice (OJ) was
Colquitt (2001). The dimensions of OJ

whi ! distributive (DIS) and procedural (PRO)
Organizational Justice (0J). Interactional Justice was measured using nine

items with internal consistency of 0.79. Example of the items includes: “Has
(he/she) treated you in a polite manner?” and "Has (he/she) treated you
with dignity”. Distributive justice was measured usihg four items that
reported internal consistency of 0.92. Example of items includes: “My
outcome reflects the effort | have put into my work” and “My outcome is
appropriate for the work | have completed”. Procedural Justice was
measured using seven items that reported internal consistency of 0.78.
Example of the items includes: “I have been able to express my views and

feelings during those procedures” and “Those procedures have been applied
consistently”.

Result

Measurement model

The loadings were achieved as reported from Table 1 after removal of items
that did not load properly (Hayduk & Littvay, 2012). The Composite reliability
(CR) of each construct were greater than 0.7 as recommended by Nunnally
(1978) as reported in Table 2. The average variance extracted (AVE) is above
0.5 as recommended by Fornell and Lacker (1981). In addition, discriminant
validity is achieved between the dimensions as evidenced by comparing the

square root of the AVE with the correlations among constructs (Fornell &
Larcker, 1981).

Table 1
Factor loading and Cross loading

AC CON DIS INTER NOR PRO

AC2 0.5897 0.2202 0.2735 0.1723 0.2534 0.1913
AC3 0.7275 0.2505 0.3304 0.3673¢  0.3494 0.2099
ACS 0.7488 0.1762 0.2061 0.3454 0.3034 03235
ACE 0.7077 0.3489 0.3503 03801 0.3845 0.4527
CON2 02082 0.7492 0.3293 0.3759 0.3275 0.2708
CON3 0.2399 0.8346 0.4015 03689 0.432% 0.254

CON4 04371 0.8203 0.3508 0.3454 0.602 0.3185
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0.2644
0.3977

CONS 0.2947 0.81 0.4601 0.3221 0.5113
DIS1 0.3716 0.4589 0.8707 0.3538 0.4714
DIS3 03012 03203 07288 03475 03186  0.4304
INTER1 04808 0.3643 03724  0.8272  0.358 0.4959
INTERS  0.244  (0.3182 0.2688 0.7446 0.2722 0.3325
INTER7  0.3251 03272  0.347 0.7304  0.2147 02977

NOR3  0.354  0.3866 0.4019 0.2897 0.751 0.2656
NOR4  0.4237 0.4902 0.289 0.2975 0.686 0.3117
NORS 03072 04422  0.42 0.257 0.7928 0.3303
PRO3  0.3877 0.3108 0.4003 0.3921 0.2854 0.7679

PROA 0.348 0.2697 0.3907 0.3452 0.3272 0.8182

PRO5 032 0.2311 0.4117 04588 03502  0.7853
Bold values are loadings for items which are above the recommended value of 0.5,

Table 2

Convergent and reliability analysis

Variables Item Loadings CR icd
AC 0.590 0.789 0.500

0.728
0.749
0.708

CON 0.749 0.880
0.835
0.820
0.810

DIS 0.871 0.782 0.644
0728

INTER 0.827 0.812 0.591
0.745
0.730

NOR 0.751 0.788 0.555
0.686
0.793

PRO 0.768 0.833 0.625
0.818 4
0.785

0.647

CR= Composite reliability AVE= Average variance extracted

Table 3
Correlation Matrix and square root of average variance extracted
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Variables 1 2 3 a 5 6

AC 0.707

CON 0368 0.804 :

oIS 0.422 0.494 0.803
INTER 0.473 0.439 n'.aaa" 0.769

NOR 0479 f.585 0.502 0.375 0.745

PRO: 0.446 0.344 0.507 0.503  0.405 0.791

Diagonals (in bold) represent the square root of average variance extracted while
the other entries represent correlations coefficients
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Figure 1: PLS Algorithm
Table 4
Results of Path Coefficients, t-Value and Hypotheses Testing
: Standard

hypotheses g:::thﬂm' Eﬁlue- Error tvalue pvalue  Inference

' szt (STERR)
1 OIS > AC 01945 0.0835 233 0010*  Significant
2 DIS->CON 03664 0.0957 3.8277 0.000°*" Significant
3 DIS->NOR  0.3658 0.0851 4357 0000°" Significant
4 INTER > AC  0.2868 0081 4 uoy 0000 Significant

INTER > -
: : “nw £
5 o 0.2691 00908 .., 0001 Significant
INTER  -> . o —1 o &

[ NOR 0.1423 0.0882 18137 0.054 Significant
7 PRO->AC 02035 0.0783 0.005*** Signdicant

2.5803
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0.386 Significant

8 PRO-»CON 00225 00777 55443
yeee  Significant
9 PRO->NOR 0.1479 00757 5 geag 002
T AL - e
***p< 01, **p< .05, " p<.10
Source

The study examines the relationship between , three dlmzﬂiﬁ:s‘g{aﬂf:
organizational justice on the perception of university non ;ﬂ‘:‘ f s
organizational commitment. The summary and interpret'af;mn of the Tﬁ e
presented in Table 4. The findings indicated that a positive reiaﬂar: mp;C o
between distributive justice and affective commrtmenttuf r?cwacat e i
(R=0.1945; t =2.33; p = 0.01), thereby supporting HO. Thisis an “’”“?ngsh .
the previous studies (Ajala, 2016; Andrews et al, 2008 Cﬁh::- ;95::1' g
Spector, 2001; Klendauer & Deller, 2009; Korsgaard, €t al.: 19_'95:'j £ e
showed that a positive relationship exists between distributive Jus ":h' o

continuance commitment (B= 0.3664; t=3.82, p = 0.00). Supporting HO2 w ;;:Dlﬁ
in line with previous studies (Ajala, 2016; CﬂhE“‘Chara?h S‘ SFECFW*_Z L
Moreover, the study found a positive relation between distnbxftwe just:cg an_

normative commitment (R= 0.365; t = 4.297; p = 0.00) supporting HO3 which is
also in line with the previous ﬁndings (Ajala., 2016; Cohen-Charash & Spector,

2001).

The study further indicated that a positive relationship exists between

interactional justice and affective commitment (R=0.287; t =3.54; p = 0.00)
Supporting HO4 which is congruent with previous studies (Andrews et al., 2'3'535;
Klendauer & Deller, 2009). Additionally, the study found a positive relation
between interactional justice and continuance commitment (B =0.269; t = 2.97;
p = 0.001) supporting HOS which is in line with the previous findings (Cohen-
Charash & Spector, 2001; Wang, Liao, Xia, & Chang, 2010). Moreaver, the study
found a positive relation between interactional justice and normative
commitment (R = 0.142; t = 1.61; p = 0.054) supporting HO6 which is in line with
the previous findings (Ajala., 2016; Cohen-Charash & Spector, 2001).

The study further indicated that a positive relationship exists between
procedural justices and affective commitment (8=0.204; t =2,58; p = 0.005)
Supporting HO7 which is congruent with previous studies (Andrews et al., 2008).
The study found a positive relafion between procedural justices and continuance
commitment but the relationship is not significant in Nigerian context (B =
0.0225; t = 0.289; p = 0.386) not supporting H8 which is in line with the previous
findings that reported non-significant relationship (Jamaludin, 2009). Moreover,
the study found a positive relation between procedural justices and normative
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commitment (R = 0.148; t = 1.95; p = 0.025) supporting HO9 which is in line with
the previous findings (Ajala:, 2016; McDowall, & Fletcher, 2004).

The coefficient of determination (R?) of the model are 0,309, 0.297 and 0.215
which implied that distributive justice, interactional justice and procedural
justice collectively explained 30.9% of the variations in affective commitment
among non-academic staff in Nigerian. Similarly, distributive justice,
interactional justice and procedural justice collectively explained 30.7% of the
variations in continuance commitment. Likewise distributive justice,
interactional justice and procedural justice collectively explained 29.7.9% of the
wariations in normative commitment. (R?) values of 0.67, 0.33 and 0.19 are
considered as substantial, moderate, and weak respectively (Chin, 1998).
Therefore, all the R* in this study can be categorized as moderate. Another
important criterion for assessing a structural model is effect-size (f°). Cohen
(1988) classified effect-size of 0.02, 0.15 and 0.35 as small, medium, large
respectively, The effect sizes (f%) predictors in this study are as presented in
Table 5.

Table 5

Results and Inference of Effect Size f* Estimate

Exogenous Endogenous (. inference
|atent variable latent variable

DIS AC 0.03 Small
PRO AC 0.04 smalil
INTER AC 0.07 Small
DIS NOR 0.15 Medium
PRO NOR 0.02 Small
INTER NOR 0.02 Small
DIS CON 0.15 Medium
PRO CON 0.00 None
INTER CON 0.07 Small

Conclusion and Policy Recommendations

Drawing from social exchange theory (SET), it appears that workers with

_higher perceptions of organizational justice reciprocate to their organization
high levels of commitment (Blau, 1964; Emerson, 1976). This study tested
relationships via data collected in the university environment in Nigeria. This
is significant to the scant literature and data derived from the samples of the
developing countries. Therefore, this study addresses this gap in the human
resources literature. |
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From practical perspectives, this study provides m5fght to u;:p[ac:
administrators to reinforce organizational justice pra:?t!-::es al_*-*l-fl . : mar;
Various recommendations can be made for the university Engﬂan; i‘l:ﬁman
resources departrient. It is significant for both the EmQ!G?F‘EE* IE'_ e
resources department to understand the impact of oreafizai i JL: by its
employee commitment as both parties are equally affer:;e ) ¥
implications. Thus, the study provides the following recommendations;

gsary measures to

1.  Universities should put in place the nece of all

safeguard the employee justice to ensure fair treatment
staff throughout the organization.

2.  The university administrators should
workers regarding the significance of
relationships.

: is recommended to the unive it ;

’ ilrt'r:;(:rtant of distributive justices such as fair in promotion,
incentives and training among others. _

4.  University administration may appreciate the FIEEFEE at which
they influence employee positive attitude wh!c!-].ma'f _fEEC{ to
commitment through the creation and maintaining high just
university environment.

¢onid messages to their
social exchange

rsity management to consider the

This study is not without limitation. Since this study was only limited to non-
academic staff in Nigeria the results cannot be generalizable to other
contexts and regions. Future study should focus on using other sample. In
addition, this study cannot produce any statements about causation effect
because the study was cross sectional. Notwithstanding the limitations, this
study should be understood as a step to make a positive contribution to
human resources literature in higher educational institution in particular and
Nigeria at large.

References

Agarwal, A. U. (2014). Linking justice, trust and innovative work behaviour to
work engagement. Personnel Review, 43(1), 41-73.

Ajala, E. M. (2016). The influence of organizatiorfal justice on employees'
commitment in manufacturing firms in Oyo State, Nigeria:
Implications for industrial social work. African Journal of Social
Work, 5(1),92-130.

Allen, N. J., & Meyer, J. P. (1997). Commitment in the workplace: Theory,
research and application. Thousand Qaks.



all

Advances in Ma nagement Volume 15, No, 1(2016) 135

Ambrose, M. L., & Schminke, M. (200%). The raole of overall justice judgments
in organizational justice research: a test of mediation. Journal of
Applied Psychology, 94(2), 491-500.

Andrews, M. C., Kacmar, k. M., Blakely, G. L., & Bucklew N. S. {2008). Group
cahesion as an enhancemenit to the justice - affective commitment
relationship. Group & ﬂrgan.‘zar:'ank_ﬁ#unugemmr; 33(6), 736-755.

Blau, P. M. (1964), Exchange and pawer in socig| life. Transaction Publishers.

Chin WW (1998). Issues and Opinion on structural equation modeling. MIS
Quorterly, 22(1):7-16

Chin WW (2000) Partial ieast squares for researchers: an overview and

presgntut.fon of recent advonces using the PLS opproach. Available on

f/disc- infici

Cohen, J. (1988). Statistical power anolysis for the behavioral scierices.
Mahwah, NJ: Lawrence Erlbaum:.

Cohen-Charash, Y., & Spector, P. E. (2001). The role of justice in

' organizations: A meta-analysis. Organizational Behovior and Human
Decision Processes, 86(2), 278-321.

Colquitt, J. A. (2001). On the dimensionality of organizational justice: a
construct  validation of 3 measure. Journal of applied
psychology, 86{3), 386-400.

Colquitt, J. A, Baer, M. D., Long, D. M., & Halvarsen-Ganepola, M. D. {2014).
Scale indicators of social exchange relationships: A comparison of
relative content validity. Journal of Applied Psychology, 39(4), 599-
618.

Colguitt, J. A, Greenberg, J., & Zapata-Phelan, C. P. (2005). What js
organizational justice? A  historical overview. Handbook of
Organizationol Justice, 1, 3-58.

Dominguez-Falcon, C,, Martin-Santana, J. D., & De Sad-Pérez, P. (2016).
Human resources management and performance in the hotel
industry: the role of the commitment and satisfaction of managers
VErsus supervisors. Internotionol Journal of Contemporary Hospitality
Management, 28(3), 490-515.

Einsenberger, R., Cummings, J., Aemeli, S., & Lynch, P. (1997). Perceived
organizational  support, discretionary  treatment, and job
satisfaction. Journal of Applied Psychology, 82(5), 812-820.

Efnerson, R. M. (1976), Social exchange theory. Annual Beview of Sociclogy,
335-362.

Fornell, C. and Larcker, D.F. (1981) ‘Evaluating structural equation models
with unobservable variables and measurement error’. Journal of
Marketing Research, 48, 39-50.




ZﬁTIDNALJUSTICE ON EMPLOYEE........i.. o

THE ROLE OF ORGAN! (2016). HoOW training and promotion

J” & EEdF’IE"; T'

Frenkel, S. e cateer expectations, ‘and two dimensions qf
nlﬂpﬂl’_“';?;:;'l justice explain discretionary work effort. Human
aniz
P 16-32.

. 29(1), T
bPerfar;ﬂm;;;gm grganizaﬁﬂ”a‘ justice: vesterday, today, and
Greenberg, - i

16(2), 399-432.
mmormw.iaun;cﬂﬂ’l t;;; Mg:;g;ﬁf:ﬁa' {ju}EﬁEE-EHECti\fE commitment
Ha, 1. P., & Ha, J. { tear‘;"t cport setting: The moderating effect of group
rEiah?nihlp ; afﬂfMﬂﬁﬂQE‘rﬂEnf & Organization, 21(01), 107-124,
cohes:.cnn.Jmé-"ﬂiﬂ gsarstedt, M. (2011). PLS-SEM: Indeed a silver
Hair, . F., Ringle, = C8 1 oting Theory ond Practice, 13(2), 139:152.
bullet. Journa of L (2012). Should researchers use single indicators,
HWHUk;: : tﬁ;d?c:;::f?;r :.11ultiple,indi‘::atnrs in structural equation models?,
es :

BMC Medica odoiogy 12{1]: 159.
Q i 5 i df atlﬂ”S nternda onag 5

i 15-41.
Management & Organization, 1_0{‘;1;“3! justice and its impact to the

Jamaludin, Z. (2009). Perceived Sl : lysis, World J
development of commitments; a regression ana ysis. ournal of

t 1(1), 49-61. _
garatepﬂﬂggﬁefﬁlu?' procedural justice, work eng?ge’ment, anc‘i job
outcomes: Evidence from Nigeria. Journal of Hospitality Marketing &

| Management, 20(8), 855-878. =

Klendauer, R, &Deller, J. (2009). Organizational justice and managerial
commitment in corporate mergers. Journal of Manogerial
Psychology, 24(1), 29-45.

Korsgaard, M. A., Schweiger, D. M., &sapienza, H. J. (1995). Building
commitment, attachment, and trust in strategic decision-making
teams: The role of procedural justice. Academy of Management
Journal, 38(1), 60-84.

Lincoln, J. R., & Kalleberg, A. L. (1990). Cuiture, control and commitment. A
Study of Work Organization and Work Attitudes in the United States
and Japan, Cambridge.

McDowall, A., & Fletcher, C. (2004). Employee development: an
organizational justice perspective. Personnel Review, 33(1), 8-29.

Meyer, J. P, & Allen, N. J. (1991). A three-component conceptualization of
organizational  commitment. Humarf ~ Resource  Management
Review, 1(1), 61-89.

Moorman, R. H. (1991). Relationship between organizational justice and
organizational citizenship behaviors: Do fairness perceptions

influence employee citizenship?. Journal of Applied Psychology, 76(6),
845-855.



Advances in Management Volume 15, No., 1 (2016)

Moorman, H_- Hrr Blakely, G, L, &Niehoff, @, p. (1998). Does perceived
organizational support mediate the relationship between procedural

justice and Crganizational Citizenship behavior?. Academy of
Managementjﬂumaf, 41(3), 351-357.

Mowday, H-hT-} Porter, L. w., & Steers, R. (1982). Organizational linkages: The
psychaiogy of commitment, obsenteeism, and turnover. New York:
Academic Press.

Nunnally, J.C. (1978), Psrchomerrfc Theary, New York: McGraw-Hill.

O'Reilly, C.A., & Chatman, J, (1986). Organizational commitment and
psychological

prosocialbehaviour, Journal of
Owolabi, A. B. (2012). Effect of or

137

Applied Psychology, 71(3), 492-499.

: ganizational justice and organizational
environment on turn-over intention of health workers in Ekiti state,
Nigeria. Research in World Economy, 3(1), 28-34.

Rai, S. (2015). Organizational justice and employee mental health’s

moderating roles in organizational identification. South Asian Journal
of Global Business Research, 4(1), 68-84,

Ramamoorthy, N., & Flood, P, C. (2004). |ndividualismfcollectivism, perceived
task interdependence and teamwork attitudes among Irish blue-collar

employees: a test of the main and moderating effects?. Human
Relations, 57(3), 347-366.

Rhoades, L., &Eisenberger, R. (2002). Perceived organizational support: a
review of the literature. Journal of Applied Psychology, 87(4), 698-
714.

Rhoades, L., Eisenberger, R., & Armeli, S. (2001), Affective commitment to
the organization: the contribution of perceived organizational
support. Journal of applied Psychology, 86(5), 825-836.

Shan, S., Ishaq, H. M., &Shaheen, M. A. (2015). Impact of organizational
justice on job performance in libraries: Mediating role of leader-
member exchange relationship. Library Management, 36(1/2), 70-85.

Steinhaus, C. S., & Perry, J. L (1996). Organizational commitment: Does
sector matter?. Public Productivity & Management Review, 278-288.

Wan, H. L (2016). Organisational lustice, Organisational Citizenship
Behaviour, Job Satisfaction and Leader-Member Exchange. In
Organisational Justice and Citizenship Behaviour in Malaysia (pp. 37-
82). Springer: Singapofe.

Wang, X., Liao, J.; Xia, D., & Chang, T. (2010). The impact of organizational
justice on work perfaormance: Mediating effects of organizational

commitment and leader-member exchange. International Journol of
Manpower, 31(6), 660-677.






