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ABSTRACT

Employee performance is always the direct factat thould affect the performance
of a company. According to what have depicted bgeBberg (2010), organization
behavior (OB) scientist highlighted the importaradfeknow how people feel about
their job, that also known as job satisfaction. Tliee level of satisfaction towards
job will affect how well do the people perform iheir work. Eventually, their
performance would become the competitive advantdgidne organization. Hence,
managing people effectively who in turn driving laumsiness is crucial to ensure the
organization is success. Therefore, this reseaschoiexamine the influence of
organizational justice towards employee job satigfa in Malaysia. Four
independent variables such as Distributional Jestrocedure Justice, Interpersonal
Justice and Informational Justice would be tesgminst a dependent variable, Job
Satisfaction. The multi Pearson Correlation andtiid Linear Regression analytic
method would be employ to find out the level ofluehce of each independent
variable toward dependent variable. The employtdesight and response would be
the primary data source to be collected and andlyzm dissemination of
guestionnaires. The main objective is to constauctliable and valid framework that
is appropriate to describe the significance of pizgtional justice that might affect
the job satisfaction of employee in Malaysia orgation. Eventually, the study
finding could enable Malaysia employer to gain ghsiand knowledge with regards
to organization justice aspect that would evenyubBlp the organization to attain

respective goal.

Xii



CHAPTER 1

INTRODUCTION

1.1 Introduction

Chapter 1 elaborates a research proposal whicls helgain insight and understand
the effect of organization justice toward job datiton among Malaysia employee.
The core of this research is to investigate theetationship of independent variables
such as distribution, procedural, interpersonal ambrmation justice on job
satisfaction from the perspective of the targepoeslents. In brief, this chapter will
discuss eight main sub modules which are; the relsdaackground, the problem
statement, the research objectives, the researstigns, the hypotheses of the study,
the significance of the study, the chapter layod ainally a short conclusion of the

introduction.

1.2 Resear ch Background

Generally, an organization is actually a structwedial system consisting of people
and group. And the smallest entity constituted @yamization is the people. Then, the
people work together in a group setting to attagjread-upon common goals of the
said social system (Greenberg, 2010). In anotl@dwpeople are the fundamental
component to drive an organization to success. \Mtarence to Lind’s study (as

cited in Zhang 2006), perception of the peoplehm @arganization about what is fair,
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or rather what is supposedly to be fair is the amdntal cognition that will change
people’s attitudes and behaviors in associatiorthto organization. Besides that,
Greenberg’s research (as cited in Zhang 2006) simmested the perception of
fairness in workplace is called Organizational idest(OJ). On the other hand,
according to Lund’'s work (as cited in Hasan 2016h satisfaction is a global
construct and concept that carries multiple dimmmsor facets. Overall, Locke
defined job satisfaction (as cited in Hasan 2019)‘a function of the perceived
relationship between what one wants from one’sgad what one perceives it as
offering”. This is aligned with what was depicte¢ reenberg (2010) whom
explained many organizational behaviour (OB) scs¢rtighlighted the importance

of know how people feel about their job and refegrihis feeling as job satisfaction.

Therefore, according to Ambrose and Colquitt, Conl@d/esson, Porter & Ng, (as
cited in Hollensbe, Khazanchi & Masterson 2008) who argueat the degree of

fairness being perceived by an employee can infle@mportant work outcome such
as job satisfaction and performance, employee belisvand attitudes towards their
job and organization. Hollensbe et. Al. (2008) ttier articulatedhe concept which

include fairness of decisions about resource dilmeaalso known as distributive
justice) and fairness of the procedure used in dlhecation processes (refer to
procedural justice). These two types of fairnessfaund to affect employee’s job
satisfaction, organizational commitment, workingraie,organizational citizenship

behavior, withdrawal behavior etc.

Similarly, it is widely recognized and backed bymmaesearchers that the level of
satisfaction towards job will affect the performanand result of the employee in
their assigned work. Eventually, their performameguld bring positive outcome to
the organization such as high working morale, gregb commitment, improve
accountability, sense of organizational citizensthiwv employee turnover rate etc.
These are the long term benefit of the organizatiah managing people based on OJ

principle, who in turn driving the business to sgx Ali, Javad & Javad 2013;
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Chong, Wong & Tioh 2010; Georgalis, Samaratungejbérley & Lu 2015; Hassan
2010; Hamlett, 2014; Pyun 1997; Sillito 2009; Zha?@06)

Thus, OJ is a well-accepted criterion in affectieimployee job satisfaction. The
model suggested that one perceived level of fasrm@ward their contribution in an
organizational would create positive attitude tadgatheir job, otherwise will bring
negative impact to the organizatidh.this aspect is being neglected, unfairness or
organizational injustice is likely to occur, the pleasant price to pay include
workplace sabotage, theft, workplace aggressiaon( éiollensbe et. Al. (2008). With
reference to the writing oBowen, Gilliland & Folger (1999) that describedealrlife
case in an airline company. There was a staff wlas & baggage handler who
sabotaged the company baggage operation becaudsk heing treated unfairly. He
tore off a few customers’ baggage tags every tioming his duty. This made losses

to his company in term of compensation to custcamer company reputation.

1.3 Problem Statement

The core issue to be addressed with the studybsidge the gap of impact of OJ on
the employee job satisfaction in Malaysia environtepecifically to consider the
four main OJ dimensions mentioned. With refererecadveral researchers such as
Egan (1993), Guo (2009), lyer (2011), Morris aneuhg (as cited in Fodchuk
2009), Pyun (1997), Oh (2013) and Zhang (2006)mwineentioned that OJ study in
non-Western culture and country is not as rich emehmon as the Western. They
also argued that construct and model used in Westdture may not yield the same
finding in other culture. Besides that, there &searchers such as Choong, Wong &
Tioh (2010), Tam (1998), and Wan, Sulaiman & Onm201@) whom specifically
studied OJ in Malaysia context although their foatesa was varied. Nevertheless, all
of their work didn’'t address the impact of the fodd dimensions on Malaysia

employee job satisfaction.
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Therefore, the mission of this study is to gairuaderstanding on how OJ goes about
in Malaysia organizations, particularly from theewi point of an employee towards

the organization they are serving at.

As mentioned, OJ refers to one’s perception ofn&ss in the organization
(Greenberg, 2010) and it is the key criterion indenstanding the thinking and
opinion of the employee towards their organizat{phller et.al. 2012 as cited by
Gauri 2013). Overall, the fairness perceived by cae be broadly categorized into
the following four dimensions:
a. Distributive Justice
With reference to Al Rawashdeh (2013), this dimemsis the gaining or
benefit of a person’s contribution in a particujab comparing him with
others. Gauri (2013) also highlighted that it aleagoncerns with the
perception of fairness on the proportion of onesihgcomparing to others
peer in the organization for having the same resipdity. The gain can be in
various forms includes salary, employee well fgsegmotions, authority,
prestige, recognition & reward, satisfaction, festisolved conflict and also
the allocation of other social & economic resourdes friends network, time

etc.

b. Procedural Justice
Al Rawashdeh (2013) stated that the procedures @ndesses used to
determine the result of an employee contributiorcagegorized under this
dimension. According to Belanger (2007), procedyuatice is specifically
looking at the fairness of formal decision-makingligies employed by an
organization to measure the outcome of an emplogagibution. The metric
to measure the performance and contribution ofpéaeple having the same
responsibility should be exactly same and the eglevneasuring processes

should be having high transparency.
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C.

Interpersonal Justice

Early decade was referred as interactional jusfibes dimension refers to the
manner in which a supervisor used to treat his libate or co-worker,

whether he is being treated with dignity, respexct mst. (lyer 2011; McNabb

2009). Similarly, Belanger (2007) explained integamal justice briefly as

the fair treatment of an individual by others in @ganization. Additional,

Cropanzano, Prehar, & Chen (as cited in Belang@7P@urther stated that
interpersonal justice has association with persooatcomes such as
supervisory relationship. Bies (as cited in Bemg007) suggested that
experiences in organizational injustice often helplevelop the perception of
interactional justice within an organization. Thesxe four type of

interpersonal injustice which was derogatory judgets, deception, invasion
of privacy and disrespect (Belanger 2007; McNab®920

Information Justice

This is the most recent OJ dimension being argneddéscussed according to
Belanger (2007). It refers to the morale or reabeing conveyed to the
person about the action or policy imposed on himaN&bb (2009) explained
that information justice includes both justificatioand truthfulness
perspectives. The former refer to the complete deiil explanation and
clarification for the decisions made that affec #mployees; meanwhile the
latter encompass the honesty and transparent plenaf the employer

towards employee while discussing about the detisimade. In reality,

justification and truthfulness always play impottarole in effective

communication and exchanging of ideas with peoBleenberg (as cited in
McNabb 2009) suggested that information justiceushde separated from
interpersonal justice in 1993. Before that, infotima justice is treated
similarly as if interpersonal justice. Furthermoi@reenberg specifically

mentioned that interpersonal justice refer to resfiethe target and propriety.
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With reference to empirical study, positive OJ wbubctually benefit the

organizational with several favorable organizatiangcome and one of them is high
employee job satisfaction (Georgalis, Samaratukgaperley & Lu 2015; Hassan

2010). With high satisfaction in the job, the enygle is likely to perform better in

their assignment and ultimately benefit the compaRgr instance, high job

satisfaction can make more loyal, skillful and exgreced employees which is a form
of competitive edge to the company. Besides thghdn job satisfaction can lead to
lower turnover rate of employee which helps savendiu development cost for a
company (Guo 2009; lyer 2011; McNabb 2009; Sungjobl).

Overall, the central problem is to investigate afatify the impact of organization
justice having positive or negative relationshiprdodw employee job satisfaction in
Malaysia. Hence, sequence of steps will be cawigdo study the problem. Firstly,
employee perception of fairness would be learnt amdkrstood thoroughly down to
the four dimensions mentioned above, which aredib&ibution justice, procedural
justice, interpersonal justice and information igest Then, these four dimensions that
treated as four independent variables will benmerad in association to the
dependent variable, job satisfaction by collertresponses and feedback from
target respondents via survey questionnaires. ,Ngxtropriate data analysis will be
adopted to justify the relationship of each indefsart variable towards the dependent
variable. Lastly, conclusion on the relationshipeath independent variable toward

job satisfaction and their respective weight inghedy will be discussed.

1.4 Research Objectives

The objective of the research can be categorizedyeneral and more specific one as

follows:
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1.5 The General Objectives

To expose and gain genuine insight about how eneploy Malaysia perceives and
judges fairness in their organization. The genptaipose of this research is to find
out and examine whether distribution justice, pducal justice, interpersonal justice
and information justice in Malaysian organizatioauhd affect the job satisfaction of

the respective employees in their organization.

1.6 The Specific Objectives

Specifically, the below objectives are aimed toieeh in correspond to the general

objective.

Objective 1: To justify if distributive justice hgsositive impact on employee job
satisfaction.

Objective 2: To determine whether procedural jestitas positive impact on
employee job satisfaction.

Objective 3: To understand whether interpersonatiga has positive impact on
employee job satisfaction.

Objective 4: To study should informational justitas positive impact on employee

job satisfaction.

1.7 Resear ch Questions

Next, research questions as of below needs to $eenad after research objectives
have been lay down as mentioned in previous seclioa questions are rather direct
and simple as such:

(@) How does distributive justice relate towards empkyjob satisfaction in

Malaysia?
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(b) How does procedural justice relate towards emplgylesatisfaction in Malaysia?

(c) How does interpersonal justice relate towards ewg# job satisfaction in

Malaysia?

(d) How does information justice relate towards empdoyeb satisfaction in

Malaysia?

1.8 Hypotheses of the Study

Below are the hypothesis which would be employedesi the relationship of the
independent variables to the dependent variablé weference to the research

guestions above.

Hypothesis 1:

Hlo: There is no relationship between distributive pestiand employee job
satisfaction.

H1i: There is a positive relationship between distiiaijustice and employee job

satisfaction.

Hypothesis 2:

H20: There is no relationship between procedural justesel employee job
satisfaction.

H21: There is a positive relationship between procaldjustice and employee job

satisfaction.
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Hypothesis 3:

H3o: There is no relationship between interpersonaligasand employee job
satisfaction.

H31: There is a positive relationship between peesonal justice and employee job

satisfaction.

Hypothesis 4:

H4o. There is no relationship between informational ipestand employee job
satisfaction.

H41: There is a positive relationship between infororal justice and employee job
satisfaction.

1.9 Significance of the Study

This study is eyeing to enrich the gap & study walgards to the impact of the four
0OJ dimensions towards job satisfaction that hascoeered in Malaysia context
specifically. Basically, the effect of organizatiojustice on various positive
organizational outcomes such as motivated workfdnggh employee commitment,
and low staff turnover rate have been tested andri@sned many decades ago by
many empirical researching works (Gauri 2013, GalissgSamaratunge, Kimberley
& Lu 2015; Hassan 2010). However these empiricaéaech area and context were
predominantly based in the western country (espgdrathe United States). Thus,
this might be incomplete as it might overlooks ttom-Western cultural differences
and social norms that likely to produce differenitcome and implication to
management of an organization as mentioned by Bletrial. (as cited in Fodchuk
2009). For instance, with reference to lyer (20Wjo did OJ study on India
company stated that employee turnover studies agdnizational commitment

research that being done in the West cannot beatewjito be test in other countries
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directly. One reason is the difficulty of the resdent in understanding the new
construct introduced by the research. Similarlg ifstruments and constructs that
used to study OJ in the western were inapproptatse used in the eastern country
like South Korea (Oh 2013). Whereas Fodchuk (20189 argued that the OJ
measure to assess perceptions were developed lomsa¥estern samples and
cultures. Hence, it was not fit to be adopted diyeand assess the non-Western
culture. Egan (1993) also stated the same. Faral.efas cited in Fodchuk 2009)
highlighted that translating the metrics of psycgital constructs to other cultures
can be error prone such as sematic inequivalecd#tural biases and omission of
culture-specific dimensions. Overall, the amouhempirical OJ research in non-
Western country is much limited (Fodchuk 2009; G@99; Pyun 1997; Zhang

2006;) since early time.

Therefore, some researchers had conducted sire#aarch with regards to OJ that
focus in the eastern country such as China, Sootle& India, Jordan and Malaysia
(Chong et. al. 2010; Fodchuk 2009; Guo 2009;aH&2010; lyer 2011; Oh 2013;
Pyun 1997; Tam 1998; Wan, Sulaiman & Omar 201#3ng 2006). Nevertheless,
amongst all these empirical research about Asiasfad®J, some covered all four
typical dimension of OJ (Fodchuk 2009; Gauri 2@r@enberg, 2010) which are the
distributive, procedural, interpersonal and infotiora justice (Fodchuk 2009; Guo
2009; lyer 2011). And some researchers only covetede out of the four

dimensions such as distributive, procedural anerpetrsonal justice (Al Rawashdeh
2013; Hasan 2010; Oh 2013; Tam 1998; Zhang 2006)th&more, some

encompassed only distributive and procedural jagithong et. al. 2010; Pyun 1997)

meanwhile some like Wan et. al. (2012) focusedngpeict of procedural justice only.

As mentioned, OJ study in Asia is relatively lessean western country. For
Malaysia, although some past studies were donéhbut were incomplete in term of
the four justice dimensions mentioned and targetoseFor instance, Tam (1998)

focused on Malaysia public sector only but not avindustry. And Wan et. al.
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(2012) assessed the impact of procedural justicemsion only while Chong et. al.
(2010) conducted similar study but with two justaienensions only i.e. distribute
and procedural justices. Thus, there were gapdifdehand significantly worthwhile
to close the gap with this study. This study is &nring empirical outcome which
can help Malaysia private organizations such asguwernment body, for-profit
company, non-profit company, education institutioes. to gain insight and
knowledge on how Malaysia employees in an orgaioizaierceive fairness and what

is the positive consequences if oneself perceiggddss in the organization.

Moreover, with reference to Robinson (2004), therere much arguments and
debates between the numbers of dimensions (fackath)n OJ in the past. Then
Colquitt (as cited in Robinson) carried out factmralysis and supported the four-
dimension model that encompassed distributive, gmo@l, interpersonal and
informational justice. According to Colquitt, theuf-dimension model was proved to
be more significantly better fit than the two- brae-dimension model. He also used
structural equation modeling to demonstrate thaliptige capability of the four
dimensions in predetermine various organizatiomat@me such as job satisfaction,
organizational commitment and etc. (Robinson 200#4grefore, the four-dimension
model of OJ can be better predictive variables ame to the two- or three-factor
model used by the work of Chong et. al. (2010), T&898) and Wan et. al. (2012).
This model can help management of the Malaysianizgdon to understand more
extensively about their employees’ perception améss. Thereafter, adequate and
timely resources can be re-allocated and countexsure can be done effectively
based on dimension that the employee had perceinédr to them. Furthermore,
with reference toHollensbe, Khazanchi & Masterson (2008), perceivefd
corresponding fairness by an employee will ultimateenefit the organization in
term of company performance and lower employeeotten rate. Also, promote
sense of belonging to the company among emploftéassan 2010; Hamlett, 2014;
Pyun 1997, Sillito 2009; Zhang 2006).
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Therefore, this study can help the management obrganization (e.g. Human
Resource Manager) to reflect and assess should theainy OJ dimensions being
neglected or overlook within the organization. Bessorganizational injustice tends
to jeopardize employee working morale and motivaticorresponding salvage and
rectification action can be taken before ha@h the other handfor employee,
understanding and knowing the aspect which cowddternegative attitude towards
their job is important. Should there is any disfatition or negative feedback
regarding to their job can be raised to their reBpe superior or management in a
mutual beneficial way. For example, an employeenisappy because the procedural
of promotion is perceived unfair by the employeadAhere is no way for him to talk
the issue to the management. On the other hartde iemployee does aware about
procedural and information justice, then the emedy can take initiative to

communicate the issues to the management.

According to Bliss (as cited irlamlett, 2014) , the losses of a 10% turnover in a
midsized company with about 1000 staff is near 8D@.5 million. This is because
the losses includes revenue, knowledge, experieaces vacant leadership the
withdrew employee leaves behin8ig upholding organizational justice will benefit
both the organization and the employee in long Amy dissatisfaction should be
handled and mitigate the negative impact as soopoasible.Lastly, through the
study, the survey activity can create awarenegisetwespondents (also an employee)
about the concept and framework of OJ in their oizgtion.

1.10 Chapter Layout

Chapter 1: Introduction
This module is served as starting and introductibrthe impact of organizational
justice on Malaysia employee job satisfaction. Besithat, the module specified the

research objectives to be met, also research quedb be answered by the study and
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research hypotheses that need to be examined eastigated. Lastly, importance of

the research and overall chapter layout are stated

Chapter 2: Literature Review

This module is mainly discussing about past liteatand research that has been
done with regards to the research topic especailyrganizational justice and its
impact to employee behavior in a company. It alsclude proposed conceptual
framework to illustrate the relationship of reséatopic. Also the definition of
independent variables and dependent variables eperted together with detail
articulation about the variables by past reseakreltly, hypotheses development is

included as well.

Chapter 3: Methodol ogy

To illustrate the approach to carry out relevard anportant research task such as
research design, data collection, sampling metsad)pling frame, sampling size,

research instrument, constructs measurement, dategsing, and method of data

analysis.

Chapter 4: Data Analysis

To check, clean, transform and model data with goal of discovery useful
information, suggesting conclusion and supportgeni making. Analysis stage aim
to demonstrate and draw the pattern of the re§udata collected. Then analyze the
result with relation to the conceptual model byngsimultiple linear regression

analysis method..

Chapter 5: Discussions Conclusion and Implication

Basically, to discuss the conclusion and summaoynfithe finding of the data
analysis whether the finding support the hypothgsesented earlier. It also include
implication if found any and limitation of the reseh. Lastly, suggestion for future

research is appended as well.
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1.11 Conclusion

This chapter mainly serves as the base of the n&sesiudy. It introduces and
presents the research background; discuss thechgmablem to be tackled. Besides,
the research objectives and research questionm@teled in this chapter as well.
Furthermore, the hypotheses are introduced andfismmce of the research is
presented. Lastly, the outline of each chapteepered as well. Next, Chapter 2 will

present the relevant literature review which igvaht to the research topic.
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CHAPTER 2

LITERATURE REVIEW

2.1 Introduction

This chapter aims to provide theoretical backgroand review of empirical study
which had filled and enriched the literature of @Jbrief, the first section will be
mainly reviewing of secondary data with regardsotganizational justice and its
effect on employee work outcome. According to Haial. (2007), secondary data is
data collected for other purpose i.e. past reseanchual report etc but still can be
relevant and address the current research quesiibierefore, the ball park of the
research, namely the OJ will be presented firsthie chapter. Then, the four
independent variables, i.e. distributive, procefjumaterpersonal and information
justice will be followed. Subsequently, the depertdariable, job satisfaction will be
discussed with reference to the bulk of empiricgdearch and historical journal.
Lastly, the association and relationship betwees ittdependent and dependent

variables reported by past research will be retotsgal.

Next section of the chapter will introduce a praggbgonceptual framework which
develops to demonstrate the idea of research ttpimeet research objective and
answer research questions. Then, hypotheses on afathe construct will be

developed and tested to examine the relationshiprgénization justice towards

employee job satisfaction.
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2.2 Organizational Justice

It was Greenberg who coined the new social sci¢gagminology “Organizational
Justice” in 1990 (Hamlett 2014; Sheli 2009; Zh&a0§6). The “organization” in the
term refers to workplace in the society and “justidenotes the fairness attribute in
that workplace. The combination of the words lilgreneans the function of fairness
in a working place. Looking retrospectively, Rolmns(2004) cited the philosopher
John Rawls who mentioned that justice is the synormf fairness in 1971. He
highlighted that justice should be the first imrt principle of any organizational or
institution in the society. John further providedpknation on the rational
identification of justice principles and guidelinééhere were two important rule of
justice according to John. The first one said évatry person must have equal right to
enjoy basic civil liberties. While the second ratated every person must have equal
opportunity in the society. John mentioned thatféwend unequal distribution of
resources in that time because opportunity to nfomgard only available to those
who possessed the talent and interest. Then, CahdnGreenberg (as cited in
Robinson 2004) were the first to cross connectorgesof the philosophical literature

about justice with the field of psychology.

Besides that, the other major development thatseswon the issues of fairness at
workplace was Adam’s work. With reference to Adamatpiity theory (Egan 1993;
Gauri 2013; Greenberg 2010 p.254, Hamlett 2014Nabbd 2009; Oh 2013; Sheli
2009, Tam 1998; Zhang 2006), that argued the dftione gain (input) to his own
contribution (outcome) when comparing himself wither peers. Equity theory
suggested 3 general equity outcomes which are pagerent inequity, overpayment
inequity or equitable payment when one compareobisome/input ratio to other
peers. The first one refers to one feeling of angen having lesser outcome to input
ratio comparing to other peers while second onensieae having feeling of guilty or
shame if outcome to input ratio is more than othkeest one explained that people

having satisfied feeling when his outcome to inf@tio is equal or similar to other
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peer (Greenberg 2010). According to Robinson (20@4¢ researched on equity
theory led to the study of OJ. Built on top of #guity theory , distributive justice
had been treated as the first dimension beingdotted in OJ (as cited in Hamlett
2014). Similar statement about the importance owfdad just resource distribution
found in several empirical studies (Sheli 2009MTE998) who said fairness was a
central value in human society and daily life. Qvark attitudes, behavior and effort
are heavily affected by the derived outcome. Wilgp010) also cited Pfeffer who
highlighted that just and fair management or apghaae fundamental human right
to all employees and company should avoid unfaverabnsequences that resulted

from unjust and partial treatment.

Moreover, there were also past research that eedtiahd optimized the fundamental
and comprehensiveness of OJ from historical pdimMew such as Colquitt et.al. (as
cited in Guo 2009). Colquitt et.al. reported ttegt origin of OJ study could be traced
back to World War 1l when Souffer, Suchman, DeVpné&tart and Williams
conducted a relative deprivation studies amongAheerican soldiers in the U.S.
troops in 1949 (as cited in Guo 2009). Soufferagtfound that when one soldier
compared himself with counterparts who were halawger status and income level
and not comparing to peers who were having relgtibggher status and income
would feel easy and better spirit. This is simitar the equity theory of Adam
introduced in the 1965 as mentioned above. Accgrdm Guo (2009) and Tam
(1998), after World War Il, OJ study had continwe grow and developed over
decades since 1950s. The first phase was from 1850%70s where researchers and
scholars paid attention to distributive justice angued that distribution of resources
and results would affect the perceived fairnessrad. As discusses, this is the first
dimension being introduced (Hamlett 2014; Zhang600hen, from mid-1970 to
the mid-1990s, several researchers such as Thapau¥Valker, Leventhal, Karuza &
Fry, shifted their focus from distributive to prokgal justice that argued that a
person would judge fairness with regards to thecguare adopted to assess and
decide the resources allocation also. (as citeMaNabb 2009, Sheli 2009; Tam
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1998; Zhang 2006). Next, the third wave of OJealiggment began in mid-1980
which involved the third dimension of OJ, intermeral justice (also known as
interactional justice in the old days) that reddrto the manner and approach that a
person was being treated and handled by his sup@&oo 2009; Sheli 2009).
According to Leventhal (as cited in Sheli 2009}empersonal justices is significant
criteria to judge the procedural fairness abouttivrethe person being affected by
the procedure was being treated with honesty asplent. Prior to that, many cases
had treated interpersonal justice as a subsetockdural justice in operationalization
(Zhang 2006). Lastly, the most recent introducededtision is the information justice.
Greenberg argued that interpersonal justice carsdparated into two sections —
interpersonal and information justice in 1993 amid tvas support by Colquitt et.al.
(as cited in Belanger 2007; Gauri 2013). The formederred to judgement of
fairness with regards to the manner and treatméiiewnteracting to a person while
the latter referred to the honest, appropriate,pretirend and timely explanation and

justification of the outcome and decision-madeh® person that was being affected.

Apart from that, researcher such has McNabb (20418 highlighted that the
definition of justice is a social-dependent consitand subject to the collective belief
and faith of a culture and society background. mother word, one believe and
perceived of “fair” and “unfair” would not necesgabe the same in the other.
McNabb further articulated his arguments with theareple of an “impartial”

handling in China may be viewed as “partial” in &afia. Similarly to a “fair”

treatment in a rule and regulation government agemght be saw as “unfair’ in a
university. This was aligned with Farh et. al. whiere also claiming that translating
the metric of psychological constructs from westerreastern culture or from one
nature to other nature could be error-prone (adadr Fodchuk 2009). Guo (2009)
also highlighted the perceived value differencesigtinct culture was noticeable in

his research.
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2.2.1 Distributive Justice

As mentioned, this is the first dimension introdiige OJ study and was based on
equity theory of Adam. According to Greenberg (&sdcin Tam 1998), distributive
justice means the perceived fairness of the outcalloeated to a employee in an
organization. The outcome can be in several fomeh s1s salary, incentive, reward,
recognition, prestige, promotion, connection etGayri 2013; Hamlett 2014;
McNabb 2009; Oh 2013). With reference to McNab®0@), the term “distributive
justice” was coined by Homans in 1961 as part of dichange theory of social
behavior. McNabb further articulated that this dimsien is focus on a person
judgement and perception should resources (i.e-em@é inventive) given by the
organization to the person is fair and based orcbidribution to the organization.
This is similar to the Adam’s equity theory mengdn Hence, if the person perceived
unfairness in the resource allocation, then feebihtgnsion would start to grow. This
would not only affect the person who felt unequialtt would also affect the person
whom the person made comparison with (McNabb 2088jilar report has been
written by Hamlett (2014) who also stated the domx@hange model of Homans and
Adam’s equity theory served as the beginning offrithstion justice. Based on these
concepts, a person would view distributive of reses to be fair as far as the
allocation proportionate to his contribution (Hath2014). Besides that, Tam (1998)
also written about the two sub-dimensions of distiive justice that could be further
categorized as denoted by Greenberg. They areetlotive category or the proactive
category. Reactive refers to one intention to es@apavoid a perceived unfair state
while proactive focused on mechanism designed tompte fair and just state.
Therefore, reactive category would ask questiom sisc*How do individuals react to
inequitable outcome distribution?” While proactsetegory would question “how do
individuals try to create impartial distributionThese categories served as the ruler
of proper questions design in investigating disttilee justice with target

respondents.
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Additionally, Hamlett (2014) mentioned that amongsitributive, procedural and
interpersonal justice, distributive justice is senhave the strongest positive effect
on employee’s job satisfaction according to McGatial. Hamlett further articulated
that employee who perceived that the resourceatllmt among the co-workers is not
fair would respond negatively and resulted sevardhvourable outcome such as
withdrawing from the job. McNabb (2009) also meng&d about Homans’ work
about the anger and aggression psychological stagerson should he perceived to
have received less outcome comparing to his peer are having the similar
contribution. On the other hand, a person wouldl gedty, remorse or shame should
he perceived to have received more outcome congpavinther co-workers who had
the same responsibility. This is aligned with Gg@012) andAl Rawashdeh (2013)
works as well Nevertheless, Tam (1998) discussed another Ada®&éabout people
who experience overpayment equity would perceirettare over rewarded, and
then they might try to rectify the imbalance byresing their contribution (i.e. effort,
productivity etc.) Some studies also found thaerpaid employee has higher
productivity than equitably paid employee. Apadnirthat, Tang, Baldwin and Linda
(as cited in Choong 2010) also found that distiifutjustice was significantly
associated to pay satisfaction, promotion, perfogeareview and organizational
commitment. Similarly, Pyun (1997) reported thatdbutive justice is more strongly
related to personal or context-specific outcomeéhsag job or pay satisfaction. And
Fodchuk (2009) also highlighted the same by ciwgeeney & McFarlin that stated
the distributive justice is much related to perdamdcome such as pay satisfaction.
This was aligned with Zhang (2006).

On another hand, Tam (1998) also highlighted thetet are some studies that fail to
support the equity theory that distributive justisdbased on under similar situation.
Some scholars in the past argued that employeé&enearly time were made to
believe that they were overpaid. The employer igpetly telling that they were unfit

for the job. This would have created threat to #&meployee’s self-esteem or job

security. The consequences of this was the emplbgea motivated and forced to
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work extra hard to perform better, but not becaakgerceived equitably stage
(distributive justice). Later, Greenberg (as citedam 1998) found that the status of
the employee in a company would affect the perckivbstributive justice.
Management staff reacted more positively to distrue justice than those whom had
lower status (i.e. clerk). Besides that, the chadfereferents would affect the
perception of distributive justice. These referemesponses would serve as the
benchmark for the person to evaluate the distrujustice he was experiencing.
With reference to Greenberg and McCarty (as citedam 1998), individuals can
choose referents from within the same companyr@atesquity), other organization
(external equity) or another person at other poirtime (individual equity). Different
referents to compare the distribution of resouwesld yield different conclusion by
the individual. Thus, the perception of distribetiyustice is quite subjective and
situational in the eye of an individual. This sudtiee evaluation is based on social
comparison process. Responses to distributive tinpiscould be psychological
(anger, disappointment etc.), behavioral (absesrteeguit from job etc.) or both

(Tam 1998). Thus it may not necessary relateddsgiisfaction as expected.

However, Hamlett (2014) also reported that althodggtributive justice has been
associated with several positive effects. Howekerdffect would be different based
on the leadership style used in the organizatien abusive, domineering etc.
leadership style would not bring positive effect di$tributive justice. Apart from

that, according to lyer (2011pare et. al. conducted an OJ survey in Canadacamdi f

distributive justice to be negatively related topémyee turnover intentions (organization
outcome). They showed that the effect to be medlide organizational citizenship
behavior and organizational commitment. AccordingSheli (2009), some managers
incorrectly believe that tangible resources suclpags incentive etc. are always more
important to subordinates compare to being treatgd dignity and honesty. Egan
(1993) mentioned the results of the historical @Mdfstudy had derived an general
conclusion where distributive justice has both fwsi and negative effect to task

performance.
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2.2.2 Procedural Justice

As mentioned in the historical review of OJ, Thib&M/alker pioneered the concept
of procedural justice and segregated proceduralcgidrom distributive justice
context (as cited in Oh 2013; Tam 1998; Zhang 20@&)or to Thibaut & Walker,
there were other researchers such as Deutsh @kicifTam 1998) argued the four
important principles in determining the fairness distribution of resource
(distributive justice) which are (1) the signifiec@nand values of the rules used to
control the distribution, (2) the rules itself, @) approach of enforcing those rules
and lastly (4) the decision-making procedures. H@areDeutsh treated procedural
justice as a subset within distributive justicemedSame went to Leventhal who also
discussed procedural justice bound by the contexlistributive justice. He further
claimed that if the procedures are seen as fagm tine final distributed outcome
would probably be perceived as fair although itmige disadvantageous (as cited in

Tam 1998) to the person.

With reference to Guo (2009) and Wan et. al. (200&jle distributive justice focus
on the resource along with the weights or proportieing given to an employee,
procedural justice on other hand evaluate and kdothe fairness on the decision-
making processes or formal policy adopted to daternthe distribution of those
resources. This is the core distinction betweestridutive justice and procedural
justice. Despite distributive justice had receiwmerwhelming attention from many
researchers from the first 20 years after Adamiitggheory is introduced in the
1950s, the focus shifted to procedural justice tetarmid-1970s to mid-1990s
(McNabb 2009; Tam 1998). With reference to ShebD0@), the shift of focus
happened because researchers had later foundebplepalso concerns about how
decisions were made decided, on top of what wersetllecisions about. Thus, the
perception and evaluation on justice should hawersa more than the outcome

itself.
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Take annual pay raise in an organization for amgte@. From the perspective of
procedural justice, one would be concerning abawt did the top management of
the company determine and calculate how much afaaysincrement to give to each
employee after the annual employee appraisal idstfawhether the employees
perceived the amount of pay raise were satisfied\N&bb 2009). According to Tang
et. al. (as cited in Choong 2010) and Zhang (20@&m claimed that procedural
justice were more to do with supervisory satistactiself-rated performance review,
performance appraisal, commitment and job involv@meghus, it is not surprise that
one could encounter the situation where an emplmsyeentented with his annual pay
raise (perceived distributive justice) but not sfagd with the associated appraisal
scoring because the processes and policy was urtoldam (perceived procedural
injustice). This is aligned with Fodchuk (2009) amh written that Sweeney et. al.
found also procedural justice is more strongly teglato organizational-level

outcomes such as affective commitment, perceiveghrozational support etc.

distributive justice is much related to personatcome such as pay satisfaction.
Fodchuk (2009) also explained from a predictivéditg ground that distributive

justice may be able to predict several unique cuebut procedural justice had no
predictive relationships on those outcome. For g@tamn China, connection and
network of relationship with others could play anportant role on distributive

justice. Zhang and Yang (as cited in Fodchuk 20@2nd respondents would

allocate different resources to different peoplsedobon the bond and relationship
between the allocator and receiver. Thus, procégustce wouldn’t be able to help

in this situation.

Same to distributive justice, Greenberg (as citad Tam 1998) also further
categorized procedural justice into two sub-dimemsias the distributive justice (as
cited in Tam 1998). First category is the reactme that means a person intention to
get rid from a perceived unfair situation. The otbategory is the proactive one that
focused on the effort and measure committed to ptenfair and just in the

organization. Therefore, the reactive proceduratige dimension will tend to ask
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guestion such as “How do workers react to unfaiicgs and legal procedures?”
Then the proactive dimension would ask “How do veoskattempt to create fair

policies or procedures?” Thus, this is the fundamleguideline to design the

guestions in investigating procedural justice andéth reference to Thibaut and

Walker (as cited in Sheli 2009; Wan 2012), whoddtrced the two perspectives of
procedural justice. The first is called processtirhat refers to the ability of one to

involve and express their view in a procedure. 3éeond one is decision control that
means the ability of one to influence or affect tiémate outcome itself. This

denotes that is one is allowed to express thew dad concern in a procedure and
also that view and concern could affect the outctimeis intended by the person.

Nevertheless, with reference to Leventhal (agiditeEgan 1993; Guo 2009; McNab
2009; Sheli 2009; Zhang 2006) who advanced andesigd the list of procedural
elements that should be used to evaluate the imafigrtof the procedure while
deciding the resource allocation. These includgsh@ selection of decision-makers,
(2) defined the baseline to evaluate possible résya3) the information gathering
process, (4) the procedure to define the decisiongss, (5) the procedure to appeal
and (6) the precautionary measure that design ¢évept abuse of power by the
authority and promote the change activity for chiaggrocedure if required. Then,
he continues to describe several key conditionsntust be met to ensure the fairness
in procedural is obeyed. Such as controlling ofshbimake consistent distribution,
based on valid information, able to rectify mistataken into account the interest of
all receivers and always guided with common moral athical principle. All these
elements and conditions help to improve the pergef fairness in an organization
(Bies & Shapiro; Folger & Konovsky; Lind& Tyler asted in Sheli 2009).

Then, Folger (as cited in Egan 1993; Sheli 2009nVéa al. (2012)) further

developed a construct called “voice” based on pesstarch. Voice plays an important
role to indicate the ability of a person to expriessview during a procedure. This is
similar to Thibaut’'s process control concept. Maagearchers had found that voice
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is one of the important antecedents to judge thendas of procedure and thus
received much attention in OJ literature (Sheli®00Mndependent from distribution
outcome, voice would help to improve the judgememtprocedural justice if one
involve in the procedure to determine the distitnutof resource according to
Greenberg (as cited by Sheli 2009). Employee fatemsatisfied and value the
decision of the procedure and likely to supportrthather than only go along with
the decision of the authority. Because he got tmlire in the decision-making
processes and his voice and opinion has been hBaiglwould create a supportive
and high consensus working environment. Moreovle interpersonal justice
dimension in addition to the voice construct isadticed by Leventhal after this
dimension (as cited by Sheli 1009). This dimensimuld be reviewed in the next
section.

For instance, with reference to Choong et. al. 20&n employee were reported to
have relatively higher perceptions of proceduratige for involving in the flexible
employee benefit plans compare to the traditioealit plan where employer offers
only a fit-for-all scheme. In a flexible benefitgpls, the employee could involve in
evaluating what is the proportion and benefit & tompany fund should be allocated.
With this, each employee could actually customiséd adjust the benefits plan
according to individual preference and situatione Employees were able to control
the overall outcome of the benefit plans that sthitsn for example life insurance,
personal accident insurance, medication and hdigpitian plan, optical and dental
treatment, annual gym club membership etc. Sompleeoay allocate more funds in
optical and dental treatment and some may optiochémnel the fund to gym club
membership. Some may see medical and hospitalizptam is having higher priority
than personal accident insurance. These make th®ogee to perceive higher value
in procedural justice because he became more aavateaffirm to the values and
significance of the benefit plans in terms of compaost and coverage level. The

employer in this case becomes a facilitator instdaprovider only.
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Wan et. al. (2012) who researched on OJ in Malagsrdirmed the positive impact
of procedural justice on organizational commitmeimtention to leave, career
satisfaction and work performance. This is simitar Hasan (2010) and AL
Rawashdeh (2013) who conducted his OJ study inaflowho also wrote the same
conclusion on the positive effect of OJ on jobsfatition. And Zhang (2006) written
the same finding of past literature he came acrddditionally, Choong et. al. (2010)
had slightly different fnding that they found arfaiorrelation between procedural
justice and job satisfaction. However, Choi (204altkp highlighted the outcome as of
Choong et. al. On the other hand, Gauri (2013) dotlvat procedural justice didn’t
positively relate to job satisfaction as long as plerceived unfairness of procedure is
balanced off with the perceived fairness in disttivee and interpersonal justice. It
notably that Gauri (2013) conducted his study eanhealth and rehabilitation centers
in southern state of the United State

2.2.3 Interpersonal Justice

As discussed in the previous section, interperspsdice was an advancement made
by Leventhal (as cited in Sheli 1009) from the eomonstruct that suggested by
Folger (as cited in Egan 1993; Sheli 2009; WaaleR012). Voice construct is meant
to evaluate if one’s view and thinking could beealth be heard and considered
during a procedure. Historically, this dimensioningially coined as interactional
justice which introduced by Bies and Moag (as cligdHamlett 2014). Their works
found that people would like to be treated withpexs and truthful in regards to the
outcome and procedure in an organization. NextriGa013) and Belanger (2007)
had reported that Greenberg argued interactiosticpican be further segregated into
two separate parts, which are the interpersonalirgfodmational justice in 1993. He
defined interpersonal justice as “showing conceon ihdividuals regarding the
distributive outcome they receive” (Hamlett 2018efers to Greenberg’'s work,
interpersonal aspect focus on the manner of convatian and treatment of one

Page26 of 107



supervisor to his subordinate whom affected by ues® allocation and decision
made., while informational look at honest, compreheappropriate, accurate and
timely explanation and justification on the resaurallocation and procedure to
decide the allocation proportion. Therefore, inéegonal justice was evolved from
interactional justice thereafter. Some researchein sas Choi (2011), Georgalis et. al.
(2014), Sheli (2009) and Tam (1998) began to facusterpersonal justice that drill
down to the manner of a person being treated byshervisor and evaluate
informational fairness separately. However, sonseaecher such as Belanger (2007)
used the terminology interchangeably. And the miational fairness would be

covered in the next section.

Some social science academic material such as B¥ee(2010) also mentioned that
it is the common value and attribute of people thaty deserve to be treated in a
polite, honest and caring manner and it wouldn’febeif this basic expectation is not
being fulfilled. As mentioned, interpersonal justicould be seen as a downstream
dimension of distributive and procedural justicastBbutive justice refers to the
outcome allocation. Then procedural justice jussifthe procedure to determine the
outcome allocation. Drill down to the next stagegeipersonal justice suggested that
people would evaluate and perceive fairness basedhe communication and
treatment behaviour of the superior to the subatdinaffected by the resource
distribution and decision-making procedure. Sinylalam (1998) also highlighted
that most people made fairness judgement basetleomanner and communication
experience they received. Same to Hamlett (2014) articulated that interpersonal
justice study reached the finding of most of thekayees believe being marginalized
from the company’s information networks is disredpand an damage to their
dignity. This made interpersonal justice be bounideithe social exchange processes
between two parties instead of the structural ¢yali decision making or resource
distribution. Additionally, Sheli (2009) had repexdt that interpersonal model could

make up the shortcoming of the gap of distribujustice and procedural justice.
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One possible scenario that could the demonstrateiti@rpersonal justice make up
the gap is, say an long service employee was belogated to another business
outlet that is more remote from the current onehaut his involvement in the
decision making process (procedural injustice) amd additional incentive or
allowance is given (distributive justice) to him.eHwould have felt anger,
disappointment and aggression. And he is likelgdaagainst the decision or merely
go along but work with low morale and low organiaaal commitment. Worst case
scenario would be him quitting from the job whickceme a loss to the company.
This is highly possible negative impact because ¢h®loyee regards these as
procedural and distributive injustice even the prhoe is legitimate. Nevertheless,
should the manager of the employee are sensitidegpressing his concern and care
toward the employee. Showing consideration on theavvand thinking of the
employee and allowed them to voice his dissatigfaavith the manager. This is an
act of recognizing the employee’s right in respdcthterpersonal treatment and
would probably influence their perception of faisse Sheli (1009) reported that
candid, honest and caring treatment to an employaédd substantially reduce the
negative reaction of the employee and helps thdampto understand the employee

more.

Similarly, Bies et.al. (as cited by McNabb 2009)ggested that studying the
distributive and procedural justice perspectiva iarganization were not insufficient
and should include interpersonal justice as wetNslbb (2009) and Tam (1998) also
mentioned about the 4 criterion of interactionatice which are (1) justification, (2)
truthfulness, (3) respect, and (4) propriety. Ehésur criterions should be met to
have a person perceived high interpersonal justicbde communicating with his

superior or other higher authority. According toldwer (2007), same with the
distributive justice, interpersonal justice has rbemrrelated with personal level
outcomes such as supervisory relationships, orgaaiml citizenship behaviour, and
job performance. As mentioned above, Bies (asl ¢iteBelanger 2007) highlighted
that judgement of interpersonal justice are usubllyit from the experience of
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injustice. Generally, there are four type of infagonal injustice found which are (1)
derogatory judgement which means make strong plisapl remark, (2) deception

that means not telling the truth, (3) invasion ofv@cy such as making negative
comment on personal matter, and (4) disrespect#dragoes harm people dignity and
self-esteem. Belangar (2007) claimed that pastrekehas proven the relationships
between interpersonal justice and supervisoryiogighips, organizational citizenship
behaviour and also job performance.

As mentioned, past literatures had shown positiapaict of interpersonal justice
toward organizational outcome such as job satisfactHowever, there are cases
where researchers found non-significant or fairantf interpersonal justice toward
positive organizational outcome. For instance, @018) reported that interpersonal
justice was found to have no significant impact @areer satisfaction amongst
employees in South Korea. Same with the findingpodcedural justice to job
satisfaction, Gauri (2013) who stated there is msitive relationship between
interpersonal justice and job satisfaction in higlg on ten health and rehabilitation
centers in southern state of the United State. idddlly, Bakhshi etl al. (as cited in
Al Rawashdeh 2013) found that interactional justltas fairer impact on job

satisfaction compare to procedural justice in tuslg that focus in Jordan.

2.2.4 Informational Justice

Informational justice is the most recent dimensio®J (Belanger 2007) since 1990s
as mentioned. The OJ originator, Greenberg defiméddrmational justice as
“providing knowledge about procedure that demomstreegards for people’s
concerns” in 1993 (as cited in Hamlett 2014; Wil&@©i0). Similarly, Wilson (2010)
who specifically studied about mediating role ofonmation justice had referred
informational justice as a process that authogtsel elucidates the consideration and

justification thoroughly and directly to the affedt employee with regards to the
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decision. This dimension eyeing at evaluating howllwis an authority in
communicating and articulate the information unglag the decision making process
to subordinate who are affected by the decisiomil&ly, Nowakowski & Conlon
(as cited in Braunig 2007) who also highlighted thérmational justice paid
attention on the articulation and statement ofgéeson who assumed the role of an
authority and this could help to predict informatdjustice. It can predicts the trust a
person has on his management according to Kematdandes (as cited in Braung
2007).

On the other hand, it can also helps to justify dh@unt and scope of information
needed to satisfy an employee and deliver perceintatmational justice when
decision are made without the employee involveng@vitson, 2010). As cited by
Belanger (2007), Braeunig (2007), McNabb (2009) &fteli (2009), Greenberg
suggested to segregated interactional justice tinto more specialized dimensions
which are the interpersonal and informational pestin 1993. And Colquitt's

research (as cited in Belanger 2007) had seconeinBeeg’'s suggestion.

Informational justice could be observed throughdtdnappropriate, thorough and
timely articulation to an employee of with regartts a decision made. The
information conveyed across should encompass puoeeddopted and resources
allocation that affected the employee. Referring@taeunig (2007), some decision
makers would provide proper and adequate explandtiothe affected employee.
With this explanation, they hopes to rationalize #uthority’s decisions, improved
authority self-impression, resolve dissatisfactminthe employee if any, controls
conflicts and reframe negative impact to the aédatmployee that resulted from the

decision made.

Colquitt et. al. (as cited by Braeunig 2007) andiRson (2004) also reported that
informational justice could change the reactiomomfemployee to procedural injustice.

They further explained that when an employee wadenta understand the structural
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aspects of a process through necessary informaieen will helps to reduce
perception of procedural injustice. Therefore, inoaxmunication with a supervisor,
the amount and quality of information given wouklghan employee to perceive the
procedure is fair and the supervisor is honest @muastworthy. Braeunig (2007)
further elaborated that should the information éemed true and thorough by the
affected employee, then the employee is likelyrdistthis supervisors. Same with the
Robinson’s (2004) work who stated that by providingre information, especially
when some unfavourable incident happened for igstaelocation workplace of an
employee, resulted to an increase of evaluatecegtoal justice according to Bies et.
al. and Greenberg. Perhaps it was due to peopded to feel in control of a situation
according to Robinson (2004). And this indicate#t thhegative emotion; behavioural
or psychological change would be controlled anduced due to perceived
informational justice according to Braeunig (200Therefore, the informational
justice has similar remedy effect as with interpaed justice (Sheli 2009) when

employee perceived distributive and proceduralstige occurred.

With reference to Fodchuk (2009) who cited Shapind Brett's work, informational
justice could be implemented in two methodologies, non-instrumental and
instrumental. For non-instrumental, Shapiro etagiculated that when important and
thorough explanation on the decision was giverhto@mployee, this would reflect
the decision maker is respecting and caring theivec of the information and
willing to be more mindful and careful to considbe decision being made. On the
other hand, instrumental means decision maker @haghe information as rational
justification and explanation to the receiver abthe outcome to convince the
recipient to accept willingly on the decision ma@enerally, informational justice
can provided clarity and understanding to the eyg#oabout why things happened
that way and change own mind-set and cognitioncteat the decision made (lyer
2011).
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Past research such as Shah, Wagas and SaleentethbyciGauri 2013) have found
that informational justice did affect job satisfact in Pakistan public section. This
was aligned with the finding of Gauri (2013) whoitten that informational justice
has positive relationship to job satisfaction whenconducted a research specifically
on 10 health and rehabilitation centres in the éthiState. Furthermore, Fodchuk
(2009) who focus the OJ study in China has disevé¢hnat informational justice has
dominant effect over the other counter-part, irdespnal justice towards employee
perception of fairness in China. On the other hardirston’s (2001) work was not
completely match to the context of this study, &iilt relevant to the OJ study, He
hypothesized based on Greenberg’'s OJ concept @lswl fthat informational justice
indirectly promoted the helpful behaviors of an émgpe to his supervisor. It was
mediated through satisfaction on his supervisomladdition to that, Braeunig (2007)
also reported that his worked provided proof ofoinfational justice helps in
reducing turnover intention, which is one type ofanizational negative outcome.
When a supervisor willing to explain in detail apbvide necessary information to
the employee, on an operational procedure and ideamsade can reduce the
employee’s intention to withdraw from the workplace

2.3 Job Satisfaction

Historically, the origin of job satisfaction can traced back till 1942 when Maslow
(as cited in Royal 2009) introduced the theory ofman motivation that discussed
how human got motivated throughout life. A substdrftaction of job satisfaction
was stemmed from this theory that address the ktieyaof Needs (Maslow) from
lower ends needs to higher ends’ one (Royal 208&)ording to Maslow, the lower
end needs such as food, water, place to live att th wear have to be fulfilled first
before high ends’ one. Once all these physiologiesds are fulfilled, human will

then advance to safety need such as employmentitgeand stability, which is a
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level higher than physiological needs. Then, humwdhmove next level up in the
hierarchy to pursue for satisfaction needs thatecdrom social love, sense of
belonging and self-value in the relationship witdmily, friends and organization.
Subsequently, the second higher level in the leagaaccording to Maslow is the
self-esteem need that seeks for respect from otAatsthe top in the hierarchy is the
self-actualization need that came from personalvtiroand fulfillment. With the

observation in Maslow’s Hierarchy of Needs, jobisattion has association with
safety needs (level 2), satisfaction needs fronatimiship with individual and

organization (level 3), self-esteem needs (levelaayl self-actualization needs
through personal growth and achievement (level Thlis is aligned with Hasan
(2010) and Greenberg (2010) whom highlighted tlhatatisfaction can be multi-
facets global construct that related to many pEthpes in the society and

organization.

According to Hackman & Oldham (as cited by RoyaD2)) in brief, the degree of
happiness of an employee has toward the job idglbb satisfaction. And,

judgement on job satisfaction can be different vitlially and every people feel
different level of happiness on different factolith reference to Locke, job

satisfaction is defined as “a function of the paree relationship between what one
wanted from one’s job and what one perceives ibfé&ring” as cited in Hasan

(2010). Additionally, Mosadeghrad (as citd in Has2d10) also explained job
satisfaction as the comparison of actual outcom&nag desired outcome of an
employee. Then, the response and reaction of tipdogee following the comparison
would result different degree of job satisfacti®@milarly, Greenberg (2010) further
stated that job satisfaction is commonly linkedtlie feeling of an employee has
toward his job, generally is an assessment of goiame on their job that produce
positive or negative workplace attitude He furtkewered the value theory of job
satisfaction that has similar explanation and figstiion as with Locke and

Mosadeghrad (as cited in Hasan 2010).
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The value theory of job satisfaction suggesteddhabst all of the possible factors in
a workplace can be a source of job satisfactioanoémployee as long the factor has
something that people value. For example pay ra@enony working environment,
flexible working hour, understanding supervisorees development, personal grow
etc. Then the theory argued that job satisfactsoan assessment of an employee in
matching the desire outcome of a value against gegception about the availability
of that outcome. For instance, an employee perdeilexible working hour as an
important value so that he can manage his workowg Bnd household errands more
efficiently. However, if his supervisor is havingaher view which he requested the
employee to be in workplace on time based on empdoy contract. Then, the
employee will judged that his desire outcome waoddfulfilled and the option won't
be available to him. This would then result negativ low job satisfaction according
to the value theory of job satisfaction. On theeothand, if the supervisor being
considerate and allowed the employee to reportaidk wn flexible hour for particular
day, then the employee desire value outcome woeldnbt to certain extent. This
may produce positive job satisfaction. The fulféin of desire value could be seen as

a motivation to the employee.

The notion of motivation in relation to job satisfian is mentioned in past researcher
work such as Herzberg (as cited by Hamlett 2014jh Véference to Hamlett (2014),
job satisfaction is created by “motivators” fact8ame with the value theory of job
satisfaction (Greenberg 2010), “motivator” is a wagword in job satisfaction
context. It can encompass many positive outcomefaors that employee value
such as individual or team achievement, fruitfutdhavork, rewarding from job,
recognition or acknowledgement from others, adde=spansibility, career growth,
individual development etc. If the value is fud, the employee will feel high job
satisfaction. And the two-factor theory was introeld by Herzberg in 1968 (as cited
in Hamlett 2014, Royal 2009) that ground on motivaand hygiene factor (two
factors). This provided another perspective of galisfaction and explained that the
different cause of job satisfaction and dissatigbac actually co-existed. With
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reference to the two-factor theory, Herzberg aldiad that job dissatisfaction has
association with job satisfaction. The term “digfattion” normally refers to

problem that related to “hygiene factors”. Hygieflaetors includes company and
management policies, company leaders, relationshifln supervisor, working

conditions, building peer relationships, high piyitful individual life, building and

maintain connection with subordinates, decent stahd sense of job and individual
security and personal security. Additionally, Hemp made distinction between
dissatisfaction and low satisfaction. Dissatisfactihappened when employee
perceived negatively on the hygiene factors meetionhile no satisfaction happened
when motivator in job is absent. For elaboratidre émployee feel dissatisfy if the
management alter the policy that is unfavorablhéemployee for instance, shorten
the lunch break by 15 minutes. And he would feel Isatisfaction if he didn’t

received appropriate recognition on his hard workerefore, Herzberg said to
improve level of job satisfaction by improving hgge factors is not sufficient,
management should try to improve on the motivaasrsvell. With reference to the
elaboration, management should review and reviseirtiportance of shorten the

lunch break and also pay attention in recogniziagl hvork of an employee.

Empirically, there were many research that repojabdsatisfaction as an significant
contributor to favorable work outcome and has e@anhuch attention in studying
this variable (Hamlett 2014, Royal 2009). And ofi¢he important factors that lead
to job satisfaction is equity and how receiver pared the equity allocation. Thus,
the equity theory of Adam came into picture in peedg employee job satisfaction
(Royal 2009). As mentioned, equity theory refertteel outcome to input ratio that a n
employee has perceived when he compared himselif thig peer. Equity theory
advanced into distributive justice in the OJ cohterlay. Thus perception in fairness
of equity allocation has positive relationship wjtdib satisfaction according to past
research work of DeConinck & Bachmann, Lambedg#&h, & Griffin and Paik,

Parboteeah, & Shim (as cited in Hamlett 2014). Téialigned with value theory of
job satisfaction mentioned previously where th@leryee value the outcome of their
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contribution, in this case is the monetary reward &eated that as a recognition of
the company. This is consistent with the Hiergrai Needs theory (Maslow)

where all people has needs in socialization, st#ean and self-actualization.

According to Hamlett (2014), a highly motivatedydb and satisfied work force
would drive the company to success. Hence, onesokiggestion to improve job
satisfaction of employees are to empower employeernake decision, grant them
authority to control their own specific task, eqpabmotion opportunities etc. Apart
from that Naveed et al. (as citd in Hamlett 201&p anentioned that the company
should factor in the length of service, employedll sket and ability in fair
compensation, career advancement to increase ee®lmb satisfaction. Royal
(2009) also highlighted the relationship of an emgpk with his supervisor would
affect job satisfaction as well. Empirically, Ga(2013) and McNabb (2009) have
reached the finding of at least one of the dimengioOJ has positive impact on job
satisfaction as well. There are numbers of rebeascthat observed at least one of
the four dimensions in OJ has positive relationshith job satisfaction such as
Begley et. al., Chang and Dubinsky, Jespen andwedld Lambert and Nadiri and
Tanova according to Gauri (2013).

2.4 Organization Justice and Job Satisfaction

Looking at the big picture of OJ, the first dimeorsi distributive justice is used to
evaluate the fairness of outcome given or resowecated to an employee.
Secondly, second dimension is aimed to judge win¢tieeformal policy to determine
the outcome is fair to the employee, and known sscqulural justice. Next,
interpersonal justice refer to the perceived fasnef an employee should he has
received polite, respect, honest and caring treatfnem his superior. This respectful
treatment is particular important during the comioation effort on the employee

who is affected by the decision. Lastly, informaad justice emphasize on the
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sufficient, honest, comprehend, timely and thoroudbrmation had been conveyed
to the affected employee. The last two dimensiomgldc help to balance off the

perception of injustice in distribution and proceslu This could be seen in Sheli
(2009) work who stated the same about Greenbergreditson on interpersonal and
informational justice have justice-enhancing efedihey could made the injustice of
distribution and procedural appear to be smallerlass negative toward the affected
employee. Fodchuk (2009) also mentioned the sarhis iwork.

The concept of “Employee First, Customer SecondF(GE) is coined by
the American CEO of HCL Technologies, Vinnet Naya010) who steers one of the
largest I.T. outsourcing firms in the world. Hisealis to value and treat employee
with respect and full support, then this respeat gaod will would be pass to the
customer, eventually benefit the company. WhileMalaysia, with reference to
British Broadcasting Corporation (BBC) (2010), GpoCEO of AirAsia, Malaysian
home grown low-cost air flight company, Tony Ferdes also adapted the same
philosophy in managing the 8000 work forces of Aisia (as of 2010). Tony
mentioned that happy employee would take good oathe company’s customer.
Therefore, the two successful practitioners fromsi& and Eastern have come to a
consensus that employee perception and well-bangucial and critical towards
their job satisfaction. And these were aligned wite finding of empirical research.
The degree of satisfaction would eventually resulgood job performance. Hence,
there is a need to understand how organizatiorstlcgi goes about in Malaysia
employment field.

In fact, retrospectively, there were authors sieBawen et al. (1999) and Russell et
al. (2006) who had highlighted organizationaligestcould play an important role in
managing and improve employee morale and traithair tjob. However, Bowen
studies are mainly focus in service industry suchaspital, hotel, finance institution
where customer and front line staff interact toheather directly and customer has

heavy involvement when the service is carried yftbnt line staff. The study was
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mainly contributed to Human Resource Managemetit migards to service industry.
Whereas Russell's study is specifically more detad focus on examination of self-
concept with organizational justice. He used quatne method by distributing
guestionnaires to about 150 employees from diftenedustry and position. With
reference to Russell, self-concept is actually dtiffaceted schema that houses all
information relevant to oneself such as one fanbifckground, education level,
religion, effort contributed, working position, aetiement etc. Specifically, self-
concepts can be divided into 3 levels below:

a) Individual level — comparison of oneself of unigass and self-perceived
value with contrast with other people. Example, ifpneducation, experience
etc. Hence, at this level, behavior of oneselfrigeth by self-interest.

b) Relational level — the extent to which individuaézognized themselves in
terms of connections and role relationships witlhect. At this level,
individuals are motivated by the wellbeing of thpeaific other and expected
role behavior. Example, a father to his childred arteam leader to a his/her
team member.

c) Collective level — Self recognition as a memberairsocial group where
favorable inter-group comparison and uniquenese gse to self-value and
self-esteem. At this level, individuals are motedtby the welfare of the
social groups he/she belongs to. Example, emplogean organization,

member of an non-government organization etc.

Russell et al. research has laid down an impofftamdamental where organization
justice is subjective and the level of perceiveninss of an individual would be
changed from context to context. Both Bowen andsBlishad concluded that
organization justice would positively affect relavavork outcome (performance,
satisfaction, turn over etc.) and these are aligih Winnet as well. The study of
Russell has also denoted that future research aygahization justice with self-
concept should be done in Malaysia contxt as tisene relevant research being done

yet.
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As compared to earlier studies, Rodriguez (2012) dane a research study about
organizational justice impact on public high schaildent withdrawal rate.
Rodriguez found that dropout rate in US pulic highool varies among different
ethnic such ad\merican Indians, Alaska Natives, Asian, Americhins study
has fulfilled the gap where most research studied$ about organizational
justice are relevant to work place but not acadensttution. And there is no
research in that area with regards to dropoutaateng different ethnic in US.
His study is significantly contributing to US gowenent to pay different level
of concern and affirmative action to help and redule dropout rate of
different ethnic group. For example, American Imdiaor Alaska Natives has
dropout rate of 13.2% while Asians or Pacific Islars is 3.4% or lower. It is
worth to highlight thaRodriguezused triangulation mixed methods to analyze
and study the data which had been collected bothntgatively and
gualitatively among 10 high schools in USodriguez used two pilot test to test
the validity and reliability of the survey questibe developed to collect data from
high school students. Pilot test 1 is mainly guatitie while pilot 2 is a mix of both
methods. His studies result supported his hypothesere perceived of fairness in a

school would impact the dropout rate of the student

Pitts (2006) had carried out research study focusnanagerial communication and
justice perception on employee which would chargedrganization positively. His
target of research is mainly US organization thattthrough merger and acquisition
(M&E) process. Thus, he collected research datautir qualitative interview and
guantitative questionnaires distributed among pukdifety organization after merger
with the other company. He has taken 2 years’ timeollect data to ensure the
completeness and comprehensiveness of data coudeetbund that effective and
guality communication from managerial personngiasitively affecting the working
morale and trails of employee in an organizatioterafmerging with other

organization. Effective and quality communicatisrvery important in clarifying and
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mitigating miss understanding and rumors which tende spread among employees
during M&E process. This is aligned with the hypesis of this research where
information justice would have positive significantpact on employee satisfaction

and turnover rate.

On the other hand, Campbell (2007) has done a ndsdacused on employee
motivation, satisfaction and goal setting with nmelgato pay. The pay included
rewards and other non-monetary incentive such agpany trip. Campbell’s research
is been done with Pearson correlation, mean amdiatd deviations to examines the
variables. He also used Organization Commitemergs@annaire (OCQ) with a 7
points Likert scale to denote to measure individddferences in intrinsic and
extrinsic motivational orientations. He also wehtough validity, reliability and
consistency test before distributing the questioesao collect data. As concluded
the pay system model he suggested is favorablepantiively affect to a limited
extent moderated job performance. Employees apetibrm their job better if the
quality of feedback and extrinsic rewards they ireceare measurable and
commensurate with their achievements. This is atigwith the hypothesis about

distributive justice would positively impact jobnb@mance of employee.

While in Malaysia context, there was research statgut procedural justice in

promotion decision being done by Wan et al. (20¥2dn used qualitative method to
collect data for the research. Nine multi-natioc@panies were identified based on
the number of employees in the organization andcevsetected randomly from the
service and manufacturing industries. Target inésvee was managerial staff with at
least 10 years of experience in a company with rtitae 1000 employees. This is to
ensure that the companies are of a reasonableast¢hat there would be enough
staff that may be due for promotion. Apart fromtth&an et al. found that Malaysia
had many cases on procedure adopted in promotimggeaial staff was partial and

unfair. Most importantly, the procedure was opegatin a black box. This caused
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managerial staff of the company to leave the companhaving lower working

morale and commitment, eventually became a los#getoompany itself.

Additionally, Oh’s (2013) work has found that distitive justice and procedural
justice have significant contribution in careerigattion in South Korea public
sector. He also reported that interpersonal justaenot noticeable relationship with
career satisfaction in the same background. Moreavith reference to Guo (2009)
whose research was focus in China, different celltand social norm would
appreciate different dimension of OJ. Some reseasatesearched on the relationship
between the four dimensions of OJ with culturalbeal and norm. For instance, Kim
and Leung (as cited by Guo 2009) found that coestwith higher materialism such
as China and Korea would evaluate distributiveigesheavier in evaluating OJ than
countries with lower materialism such as JapanthadJnited stated. While country
with lower materialism would take interpersonal ticss more seriously than
countries with higher materialism. This is similey Gauri’'s (2013) work who
mentioned that more studies revealed that distibytistice has stronger impact on
job satisfaction than procedural justice. Howeeambert and Mamarzadeh &
Mohmoudi (as cited by Gauri 2013) asserted otherwibere procedural justice has
more influence than distributive justice on jobigfattion. Besides that, Suliman,
Elamin & Alomain (as cited by Gauri 2013) have otfiading about interpersonal
justice has more effect on job satisfaction commgprio distributive justice or
procedural justice. Gauri's (2013) work also repdrtthat many researchers
concluded that interpersonal and informationalipasare related to job satisfaction as
well. Apart from that, Shah, Waqas and Saleem (R0dithilarly found that
distributive and informational justice influencebjsatisfaction in Pakistani public

sector organizations.

Thus, there were sufficient and solid evidencest tHitributive, procedural,
interpersonal and informational justices are relatesatisfaction. With such richness
of literatures of the past research in OJ, the sadfppthe proposed research topic is
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appropriate to carry out to fulfill the gap in examg the four independent variables
i.e. distributive, information, interpersonal anc@edural justice towards employee
job satisfaction in Malaysia context. The reseavchild help in Malaysia Companies
to understand and take appropriate actions towgnalsing the company by valuing

their employee more.

2.5 Proposal Theoretical / Conceptual Framework

Figure 2.1: Conceptual Model for Organizatimstice Impact toward Job

Satisfaction
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Figure 2.1 illustrated the conceptual model of tresearch where organizational
justice (on left hand side) constituted of four @pendent variables, namely the
distributive, procedural, ,interpersonal and infation justice would have positive
relationship to a dependent variable on the rigimnidhside which is the employee job

satisfaction. Measuring these independents wouldalewhether the said variables
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would affect the dependent variables in the findofgthe study. Multiple linear

regressions would be used to examine and analgzekitionship of the variables.

The model is served as an graphical illustrationuatihe research topic, research
objective and questions. It was adapted and desigased on the past research and
finding where researcher such as Bowen et al. (1%0%sell et al. (2006), Oh (2013)
and practitioner like Vinnet (2010) who have founidat organizational justice
would have positive relationship to employee satisbn, motivation and

performance.

2.6 Hypothesis Development

2.6.1 Employee Job Satisfaction

Industry practitioner such as Vinnet (2010) and yf &ernandez (according to BBC
(2010)) have demonstrated that being fair and sp@ployees would benefit the
company eventually. Because the fairness and ree¢ntent received and perceived
by the employees would generate positive workinguat and generate motivation
by the employee on their daily job. This good wotkiattitude would eventually

result in good handling and well taken care of canmypcustomers.

Apart from that, Bowen (1999) studies had supploet @above statement, especially
for service industry such as hotel, hospital, tastat etc. where employee has direct
interaction with customer and customer involvemanthe transaction is heavy and
vital. The response and feedback of the custonweartts the service quality is easy
to capture. While Russell et al. (2006) has empleasihat organizational justice play
an important role in managing and improve employeeale and trait in their job.

And Russell had laid down an important fundamewta¢re organization justice is
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subjective and the level of perceived fairnessnoinaividual would be changed from
context to context. Lastly, with reference to Giweng (2010), the fairness perceived
by one be broken down into four type which is thistributive, procedural,

interpersonal and information justice

2.6.2 Distribution Justice

With reference to Campbell (2007), employee peexgtithe outcome of their hard
work mainly on the reward such as pay, recognitiocentive, certification etc. Most
employees are to perform their job better if theycpived and know that their good
work will be rewarded commensurately and the mamege of the company would
appreciate their work with special recognition sashincentive.

In order to further analyze the relationship betwetstributive justice toward

employee job satisfaction, this research propdsat t

Hlo: There is no relationship between distributive pestiand employee job
satisfaction.
H1i: There is a positive relationship between distniujustice and employee job

satisfaction.

2.6.3 Procedural Justice

Based on the past research of Wan et al. (2012jlataysia context, procedural
justice is crucial especially in promoting employeen organization. Employee tend
to perceive injustice and being treated unfairlamorganizational if the procedures
of promotion is not transparent and well informeg &l the candidates in the

promotion exercise.
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Hence, in order to further analyze the relationddg@fween procedural justices toward

employee job satisfaction, this research propdsad t

H20: There is no relationship between procedural justcel employee job
satisfaction.
H21: There is a positive relationship between procaldjustice and employee job

satisfaction.

2.6.4 Interpersonal Justice

There is a lack of high relevance research on itpamnterpersonal justice toward
employee job satisfaction. However, with referete®itts (2006) and Russell et al.
(2006), oneself would felt being treated with retpend dignity is being taken care
via effective communication from top managementotger level employee or vice
versa. However, Oh (2013) found that interpersqmdkractional) justice has not
significant relationship toward job satisfaction.

Thus, in order to further analyze the relationshigtween interpersonal justices

toward employee job satisfaction, this researcip@sed that:

H3o: There is no relationship between interpersonaligesand employee job
satisfaction.
H31: There is a positive relationship between intespeal justice and employee job

satisfaction.
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2.6.5 Informational Justice

With reference to Pitts (2006), valid, useful amuhely work-related information
being conveyed to employee would help in perceifantbrmation fairness by
employee in an organization. Employee needs tlicgrmation to make correct and
efficient decision while carrying daily task. Best&dthat, information justice could
made the employee felt being part of the decisi@king process if the superior

willing to communicate the information to the emyse.

Thus, in order to further analyze the relationdtepween information justices toward
employee job satisfaction, this research propdseat t

H4o: There is no relationship between informational ipgstand employee job
satisfaction.
H41: There is a positive relationship between infoioval justice and employee job
satisfaction.

2.7 Conclusion

The content in Chapter 2 is important and usefulgitee overall view and
understanding of the research theme. The dependeable with each independent
variable has established relationship and beingstihted in the hypothesis
respectively. Then, the next chapter will be foonanethodology used to collect data
and the data analysis method to be used.
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CHAPTER 3

METHODOLOGY

3.1 Introduction

As mentioned previously, this chapter would addteesmethodology used to collect
data which intended to be analyzed and testedehypotheses mentioned to answer
the research questions. Besides, research destm.cdllection methods, sampling

approaches, research instrument etc. would beideddn this chapter as well.

3.2 Research Design

With reference to Burns & Bush (2006, p.116), redealesign is a blueprint of a

framework of beforehand decisions in the methodspncess to collect and analyze
data. It is like a master plan in building a houwdeere the width, length, material,

volume and structure of a house is specifying leeémtual development starts.

For the purpose of this study, quantitative redeavitl be employed to examine the

relationship between the four independent variabtes the dependent variables, i.e.
employee job satisfaction. In the current contguintitative research is referring to
survey research where questionnaires would be rdisaéed to corresponding

respondents to collect feedback about perceptidaiwfess in Malaysia organization.
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The survey questions from Oh (2013) to cover distive, procedural, interpersonal
and job satisfaction construct would be adoptedil&\uestions with regards to
informational justice construct would be adoptexhifrRobinson (2004) research. The
guestions would be adapted and disseminated tdatiget respondents to collect
feedback.

3.3 Data Collection M ethods

Primary data alone would be collected and analymesdl in the data analysis phase.
As mentioned, the data would be collected via pedisseminated appraoch either

via email or face-to-face contact.

3.4 Sampling design

3.4.1 Target Population

All Malaysian employees regardless of age, gendee and income level who can
be reached via email or in person has been targestéigde potential respondent to the
study. There are two form of questionnaire that hadn disseminated, i.e. online
survey and printed survey. Due to the nature oivenience sampling method, all
Malaysia employees that came into contact duriegdidita collection phase, either in
person, electronically or connection of friendsrelative had been approached to
respond to the survey on voluntarily basis. Overathongst the total 210 survey
responses that have been received, 119 (56.7%)méspts were from Information

Technology (IT) position and 50 (23.8%) respondeintsn sales/marketing job.

Then, 22 (10.5%) were from aviation industry whsle type wasn't listed in the

survey hence selected “Others” option and the neimgiwas a mix of engineering,
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education, production etc. job position. Furthermdhere are about 62% (129) of
respondents having 1 to 3 years working experiendieir current company and
about 25.2% (53) having 3 to 5 years. Then, 5yeafs was 1.9% (4) , 7 to 10 years
is 10% (21) and over 10 years has 1.4% (3) only.th& respondents did not disclose
their company name and generally, 37.6% (79) ofrédspondents have four year
college degree certification. There were no speailustries, gender, age group, job
position and income for the study to focus. Alsonmaimum working experience or
education background was set because the reseaeshian and hypothesis didn’t

address all these demographic variables.

3.4.2 Sampling Frame and Sampling L ocation

Sampling frame refers to the representation elenwnthe target population.

However, there is not sampling frame required is tesearch study. The sampling
location is at Klang valley due to the limitatiori ttme to complete the study.

Additionally, the respondents were being reachedewnail or in person via friends,
relatives, colleagues and spouse.

3.4.3 Sampling Elements

As mentioned, the sampling elements include allkimgr adult who is working in

Malaysia. And also they were all English literagcause the survey was designed in
English lingual only due to the limitation of tinoé the study.
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3.4.4 Sampling M ethods

Non-probability convenience methods would be useddllect respond from the
target population. According to Hair et al. (200fhis method involves selection of
sample elements that are most convenience and measlily available to be
participated and must be able to provide requinetbrmation. In this study,
additional prerequisite was they must be Engligkrdte to respond to the English

only survey questions due to the time limitatiorstfdy.

Since convenience sampling is used, there are s@ye that aim to reduce sampling
bias that could happen such as below:

a) Maintain a reasonable demographic or backgrourntdlision of the survey’s
participants. Control and manage the representasseof the sample so that
no segment is being under or over representedarséimple. For instance,
when one segment has overwhelming representatidgheirsample such as
more than 90% of respondents serve less than 3s yieatheir current
company, then some of the responses should bedextlintom the analysis.
This could help the sample to model the intendgulifadion.

b) Distribute survey questionnaire at different daiffedent times and different

location could help to diversify the samples to msithe population.

c) Do not be judgmental to decide who should be timeesutarget respondents.
Chances should be given to anyone who is appro&elcabveniently to fill
the survey questionnaire.

d) Increase the sample data size is a tactic to esbias and improve objectivity
of the sample. As a rule of thumb, the bigger the@e size, the lower the

bias is because the samples manage to cover nspendents.
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3.4.5 Sampling Size

Considering the constraints of time and cost, 16t pest and 210 usable responds
had been selected for data analysis purpose. Aicgptd Roscoe (1975), sample size
larger than 30 and less than 500 is appropriatenfust of the research. Hence, about
300 questionnaires have been distributed for ttgetaespondents in Malaysia. And
only 210 valid answered questionnaires could bel is¢he analysis phase because
many invalid replies have been removed from tataponses. The removal was due
to respondents had left blank in the importantisast with regards to the variables,
select more than one answer in the important seetith regards to the variables and

select same answer for all sections in the quasioa.

3.5 Resear ch I nstrument

The research instrument is a self-administeredtouesires to target population via

email or face-to-face.

3.5.1 The purpose of using Questionnaire

Questionnaire is a cost-effective research tooluf® in data collection. A number of
sequential steps should be followed in planning @esigning questionnaires. Then,
the questionnaire had been sent for pilot samplehteck reliability and validity

before disseminate for actual research sampling. rfBsult of pilot test would be

discussed in the latter section in this chapter.
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3.5.2 Questionnaire design

To understand the attributes of a well-designedstprenaire, this study had adopted
and adapted the questionnaires used by Oh (20&BRahinson (2004) . Total of 23
items in the questionnaire are from Oh (2013) wHiéhitems are for distributive,
procedural and interpersonal justice and 5 itenesfar job satisfaction. Then, the
other 5 items with regards to informational justicas adopted from Robinson (2004).
Lastly, 8 items for demographic information hasrbasked in the last section of the
guestionnaire. Due to the nature of quantitativeltthat usually involve relatively
large sample compare to qualitative one, there \Bérelosed-end questions in the
guestionnaire where respondents were giving optiorshoose their answer from a
list of predetermined answers. According to Oh @01lthe constructs in the
guestionnaire were measured with multi-item sctias have been designed, created
and adopted earlier in the United States. Moreoaecording to Robinson (2004)
whom the study adopted questions for informatigusiice construct, the questions

he used was designed by Colquitt who was one ofdhieest researcher of OJ.

Both metric and nonmetric scales were used forghamntitative study. Firstly, the 3
independent variables (distributive, procedural ardrpersonal) and 1 dependents
variable were measured with 5-point Likert-scaletgival scale) ranging from 1
(strongly disagree) to 5 (strongly agree). Inforoval justice also used 5-point
Likert-scale that ranging from 1 (to a small exjeot5 (to a big extent). This kind of
measurement scale could support Person Correlatioh Multi-linear Regression
analytic method. Then, demographic question werasared with nominal scale for
gender and marital status. Then ordinal scale @@, highest education level, and
monthly income, management level, working indusand year of service in the
current company which had been pre-determined atedjorized in rank ordered.
Firstly, distributive justice questions were askedassess the perceived fairness of
resource allocation of the respondents. Examplageof are “My work schedule is
fair” and “I believe my level of pay is far”.
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Then, procedural justice items are followed to eatd perceived fairness of the
respondent with regards to the formal policy andisien-making process to
determine the resource allocation. The items atseered procedure to raise self-
opinion, make appeal etc. For instance, “Our om@ion makes sure that all
employees' concerns are heard before job decisi@sade.” Subsequently, move
on to interactional justice (also known as intespeal justice). This dimension focus
on the perceived fairness on the treatment and endhat a recipient received during
an interaction with his superior with regards tdezision made. One example of the
item was “When decisions are made about my job,sopervisor treats me with
kindness and consideration.” Last dimension in @ikvis the informational justice
that aimed to judge the fairness received by tegient in term of accurate, detalil,
timely, appropriate and comprehend information mirian interaction with his
supervisor with regards to a decision made. Sampéstion is “Has he/she been
candid in his/her communications with you?” Lastligems with regards to the
dependent variables, job satisfaction was askegdess how was the job satisfaction
level of the respondents in consideration of OJachpSample question such as “l am
satisfied with the success | have achieved in nngezd and “I am satisfied with the

progress | have made toward meeting my overadleragoals” were raised.
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3.6 Pilot Test

Table 3.1: Quashaire Reliability Test Result

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 10 100.0
Excluded® 0 0
Total 10 100.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items

.914 28

According to Pavot, Diener, Colvin and Sandvik (19%he Distributive Justice Scale,
Procedural Justice Scale, Interactional JusticéeSt#ormational Justice Scale and
Job Satisfaction Scale have good internal congigtérhus, with reference to Table
3.1, the Cronbach Alpha coefficient reported of4.91In the current study the
Cronbach alpha coefficient was set at .89. Addéilyn refer to the Corrected Item-
Total Correlation column (in Appendix B), Procedudastice 8 (-.146), Procedural
Justice 11 (.180), Informational Justice 19 (.2688)y Satisfaction 26 (.177) and Job
Satisfaction 27 (.102) had less than .3. This madicates that these items are
measuring something different from the scale ashalev Nevertheless, the overall
Cronbach Alpha is considered high (.914), thus tems with low item-total
correlates need to be removed in this case. Theretbe questionnaires could be
considered reliable with the 10 samples collectednd pilot testing. The pilot test
result can be referred at Appendix B.
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3.7 Construct measur ement

With reference to Greenberd (2011), the follow wigfhn of each constructs are
being made
» Organizational Justice
Fairness perceived by oneself in an organizatioterm of remuneration,
recognition, procedural used, information covey dod respect given.
Generally, can be categorized into following:

o Distributive Justice: People’s beliefs that they have received fair
amounts of valued work-related outcomes such asrpaggnition
etc.

0 Procedural Justice: People’s perceptions of the fairness of the
procedures used to determine the outcomes theiveece

0 Interpersonal Justice: People’s perceptions of the fairness of the
manner in which they are treated, typically fromthawity
personnel.

o Informational Justicee People’s perceptions of fairness of the
information used as the basis for decision making.

0

» Employee Job Satisfaction
Positive or negative attitudes held by individu@ward their jobs

3.8 Correlation & Regression Data Analysis

Overall, 3 different types of analysis methods wlolle employed to analyze,
understand and interpret the data collected inrdadderive meaningful insight from
the data. Firstly descriptive analysis that desctithe demographic and background
of the respondents would be conducted. This coelp to understand the background
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of the respondents that could affect the responsth® question asked. For instance
people with shorter length of service in a compamuld has higher tendency to
perceived organizational injustice compare to peapkh longer length of service..
Having that, analyzing and describing demographata dfrom respondents with
various backgrounds could ensure the distributibnthe samples was fair and
reasonable. And this descriptive analysis could Hel reduce selection bias that

might result from convenience sampling.

Notice the nature of all the independent and dependariable were numerical
continuous measurement, thus Pearson Correlatialyséé would be subsequently
employed to check the correlation and directiontled relationship between the
independent and dependent variables. A positiveeladion means there is a positive
relationship between two variables, namely oneciase and so does the other. On the
other hand, a negative correlation signified a tiegarelationship between two
variables that one increase but the other decr&ase.correlation indicates that there
is no relationship between two variables. Moreogeperfect relationship of 1 of -1
means one variable could be predicted exactly whenother variable changed.
Additionally, the strength of the relationship adube examined with Pearson
Correlation analysis too. The strength could rafngm perfect negative relationship
(-1.00) to perfect positive relationship (1.00) wdees 0 means no relationship at all.
According to Pallant (2005), given two pairs of igates that had -5.2 and 5.2
correlations respectively, researcher treated tteangth of relationship were equal

but direction are opposite, i.e. one negative aedther positive.

Moving on, Multi Linear Regression would be usedatmalyze the sampled data
because the proposed research conceptual frameweokved four independent
variables that need to be studied and examinedh@in gredictive ability on a single
continuous dependent measure. This analysis iglb@aseorrelation (as analyzed by
Pearson Correlation) but enable more sophisticax@mination and comprehensive

analysis such as the exploration of significantcthe hypothesis, goodness of fit of
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the proposed conceptual model and the influencel lefveach independent variable
towards the dependent variable. For instance, bye@sing a value of a variable
within the model, multi linear regression can chéck variable contributes to the
predictive functionality of the proposed model amolv much is the contribution.
Furthermore, the study would employed standard immgdgression where all
independent variables would be entered into thatsmu simultaneously because as
mentioned, the model involved a set of continuondependent variables and
intended to examine their impact on a dependentiblar According to Pallant

(2005), this type of regression is commonly usedhis/kind of research setting.

Lastly, Pearson Correlation and Multi Linear Regi@s analysis result would be
studied, interpreted, concluded and answered tbeareh questions and hypothesis
that specified earlier. These answered questiondd clurther expand to business
implication and potential research direction in foéure. Limitation of the study
could also be drawn.

Table 3.2: Code Book For Variables

No. Variable SPSS Variable Name |Coding Instructions

Identification Number

1D

Unique identification number for each questioannaire

Distributive Justice

DISJ1 to DISIS

Enter the number circled from 1 (strongly disagree) to 5 (strongly agree)

Procedural Justice

PROJ6 to PROJ11

Enter the number circled from 1 (strongly disagree) to 5 (strongly agree)

Interpesonal Justice

INTJ12 to INTJ18

Enter the number circled from 1 (strongly disagree) to 5 (strongly agree)

Informational Justice

INFJ19 to INFJ23

Enter the number circled from 1 (strongly disagree) to 5 (strongly agree)

R LN

Job Satisfaction JSATIS24 to JSATIS28 |Enter the number circled from 1 (strongly disagree) to 5 (strongly agree)

With reference to table 3.2, the Identification Naan is to tag each answered
guestionnaire with a unique identification number feference and back tracing
purpose. Then, the distributive justice would b&essd as DISJ1 to DISJ5 in SPSS.
And procedural justice is defined as PROJ6 to PRAGJIISPSS. Next, interpersonal
justice is from INTJ12 to INTJ18 and informatiorjaktice is INFJ19 to INFJ23.
Lastly, job satisfaction is JSATIS24 to JSATIS28 $PSS. The, the responses
collected for each items in the questionnaire wdngdebntered to the analysis software
(SPSS) based on the SPSS variable name defindaas. a
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3.9 Conclusion

This chapter has briefly covered the sampling nekdlagy and analysis approach of
the research. Besides that, respondents’ demograplstribution, construct
measurement and result of reliability test are alsared. Next chapter will explained

the research results based on SPSS analysis.
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CHAPTER 4

RESEARCH RESULTS

4.1 Introduction

This chapter aimed to present the analytical resaflthe collected survey data with
analytical result which were tabulated in adequatde and chart format for easy
understanding and referencing. Then important pnétation and explanation with
regards to the analysis is discussed. Firstly, rgg@se analysis will be presented to
describe the demographic and characteristics ofdfygondents of the survey. Then,
Pearson’s Correlation is discussed to report thength of the relationship of two
variables and indicates the positive or negativatiomship of the two variables.
Lastly, Multiple Regression analytic method woulé lemployed to study the
predictive capability the conceptual model thaemat to predict the effect of a set of
independent variables on a dependent metric. Irthanovord, the fitness of the
model is examined and the overall significanceha model is reported. By then,

research hypothesis and questions will be answtaredgh the research results..

4.2 Descriptive Analyss

As mentioned, descriptive analysis could help tdesstand the background of the
respondents of the survey. However, it is worthetid note that the conceptual

model of the study didn’t include any of the denagric variables are going to
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discuss later. The two major types of demograpladables are categorical or
continuous variable. However, the design of the sgoenaire only covered
categorical variables which include age, incomeelleyob age (year of service),
education level, gender, type of job in organizaatimanagement level and marital
status. Please take note that age, income levejobndge have been pre-segregated
into several buckets for respondents’ selectiorteats of a free entry by the
respondents.

Figure 4.1: Descriptive Analysis for Education Leyéender and Job Type
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With reference to Figure 4.1, 79 out of 210 resmusl (37.6%) are having four-year
college degree where only 12.4% (26 out of 210 ardpnts) are having highest
education level from graduate school degree in &tast Doctor. High school

diploma is 24.8% (52 respondents) and two-yearegelldegree is 25.2 % (53
respondents). Then, on gender wise, 126 respondent@male which is equivalent
to 60% of total respondents. Thus the other 40%naake respondents. Moreover,
with regards to type of job of the respondentsvim @rganization, highest number of
respondents are doing IT-related position whichldr@ respondents (56.7%). Then
marketing/sales is the second highest that repteddyy 50 respondents or 23.8%.
10.5% or 22 respondents selected the “Others” optio this case, they are the
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employee from aviation company that known by ththauof this study. Their job
position was not listed in the questionnaire. Thdallowing to that are
administration/management (9 respondents or 4.3¥@duction/manufacturing (5
respondents or 2.4%), Engineering (3 respondents 1a¥%%) and lastly
education/training (2 respondents or 1%).

Figure 4.2: Descriptive Analysis for Management Matital Status
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Referring to Figure 4.2 above, 95 respondents arelifg manager/assistance
manager position in own company which is equivaken#5.2%. Then, executive
level is 40% that translate into 84 respondents afutotal respondents. Next,
respondents with senior/deputy senior manager iposére 27 or 12.9%. Only
respondents 1.9% (4) are non-management employee.th® marital status
perspective, a number of 127 respondents (60.5&ksiagle while 72 (34.35) are
married. Separated status is 5.2% (11 respondents).
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Figure 4.3: Descriptive Analysis for Age, Incomevekand Job Age
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With reference to Figure 4.3 at the age pie cheft)(47.1% of total respondents are
under 29 years old while 13.8% is more than 50s/elt. Next, respondents fall into
30 to 39 years old are 62 person or 29.5%. Respmisitiaving 40 to 49 years old are
19 person or 9%. Then with regards to the IncomesLémiddle) distribution, most
of the respondents are having RM4001 to RM6000nreowhich are 72 respondents
or 34.3%. Then, 20% or 42 respondents are havin@@m or below income level. It
is worthwhile to notice that third highest inconevél in the survey RM10000 or
above, which represented 38 respondents or 18%wiof by RM2001 to RM4000
(14.3%), RM6001 to RM8000 (9.5%) and lastly RM8@OIRM10000 (3.3%). There
is one respondent that didn’t respond to this goesSince income level won't affect
the research result of the conceptual model anddtiesis, hence it is fine to keep
the response of that respondent as valid record.ld3t demographic information is
the length of service (in year) a respondent haskeebin the current organization,
also known as the job age (right). It is found tmaist of the respondents are falls into
1 to 2.9 years of job age with the 61.4% out ofaltatespondents. Then, 53
respondents have worked for 3 to 4.9 years in hisent organization. 4 people
already served his organization for 5 to 6.9 yedrde 21 people are 7 to 9.9 years.
Lastly, the smallest proportion of respondents \uasked for more than 10 years in

current organization, which are 1.4% or 3 respotslen
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4.3 Analysis Finding

Two analytic methods would be employed to analyee data collected from the

survey, namely the Pearson Correlation and Multipteear Regression. The results
of the former will be presented first, followed the latter. Then, research hypothesis
and research questions would be addressed and radswegether based on the
analysis finding of Pearson Correlation and Mudtipinear Regression.

4.3.1 Pear son Correation

Pearson correlation is used to examine the reksttipror direction, either positive or
negative between the independent variable and thgerdlent variable. The
independent variable is said to have positive iciahip to a dependent variable if
dependent variable increase after independent blariacrease. If the dependent
variable decreases after independent variable asess then it is a negative
relationship. Before the correlation is derivedatsarplot viewing can be used to
examine the overall nature of the relationshiphefvariables. Upward trend indicates

positive relationship while downward trend indicateegative relationship.
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Figure 4.4: Scatterplot for Overall Radaship for Pair of Variables
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With reference to Figure 4.4 that tabulated the@leelationship between each pair
of independent variable and dependent variablas Ihoticeable that distributive
justice and job satisfaction (top left quadrant baerall upward trending that signify
that the relationship is most likely positive. Meamvhen distributive justice
increased, the job satisfaction also increased rdicggly. Otherwise, if job
satisfaction decrease after distributive justicereased then it would indicates the
relationship of the pair of variable is negativeeTsame upward trending can be seen
at procedural justice (top right quadrant), intespeal justice (bottom left quadrant)
and informational justice (bottom right quadraftus it is appropriate to predict the
job satisfaction of a respondent based on the mgaafi the four dependent variables
of that particular respondent. Nevertheless, theahcelationship and strength of the
relationship will be further studied as below:
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Table 4.1 Pearson Correlation Result

Correlations
MeanDIST | MeanPROC | MeanlNTE | MeanIMFQ | MeandSAT
MeanDIST Pearson Correlation 1 BET a04” 838" 810"
Sig. (1-tailed) .0oo .0oo .0oo .ooo
M 210 210 210 210 210
MeanPROC  Pearson Correlation BeT | 843" 85T 837"
Sig. (1-tailed) .0oo .0oo .0oo 0oo
I 210 210 210 210 210
MeaniMNTE  Pearson Correlation 804" 843" 1 808" 842"
Sig. (1-tailed) .0on 000 .0o0 .0on
I 210 210 210 210 210
MeanlMFO  Pearson Correlation a3g” 85T aog” 1 862"
Sig. (1-tailed) .0on 000 .0on .0on
I 210 210 210 210 210
MeanJSAT Pearson Correlation a1 837 g42” 862" 1
Sig. (1-tailed) .0oo .0oo .0oo .ooo
I 210 210 210 210 210

** Correlation is significant atthe 0.01 level (1-tailed).

With reference to Table 4.1, the relationship betw#he four independent variables
and job satisfaction were investigated by Pearsomdyct-moment correlation
coefficient. The number of cases (N) is 210 whioh @xpected for total data being
analyzed. Thus, no data is being excluded or ngs#ind there is no negative sign in
front of the Pearson Correlation reading (r valagkall the independent variables
means the correlation between all the independaméble and dependent variable is
positive. In particular, distributive justice hasrielation coefficient of .810 with job
satisfaction. Then, procedural justice has .837caifrelation coefficient on job
satisfaction. Besides that, interpersonal justicel anformational justice have
correlation coefficient of .842 and .862 respedyiverith job satisfaction. These
findings explained that in cased of increment of ahthe four independent variables
would also increase the level of job satisfactidwlditionally, with reference to
Cohen (as cited in Pallant 2005), any correlattbe ¢ value) that falls between 0.10
to 0.29 is considered weak relationship. Then, madstrength relationship covered r
value between 0.30 to 0.49. Lastly, Cohen said ¢bafficient between 0.50 to 1.0

consider strong relationship between two variabldégrefore, according to Pearson
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correlation analysis, all of the four independeatiables discussed have strong
positive relationship with job satisfaction. Pauntarly, informational justice has the
strongest positive impact on job satisfaction compato the other three OJ

dimensions.

Generally, Pearson Correlation has found the answ#re research hypothesis and
also questions. However, more in depth analysiddvoe discussed together with the

research hypothesis and questions in the subseseetitn.

4.3.2 MultipleLinear Regression

Multiple linear regression analysis with confiderlegel 95% (p-value = 0.05) has
been completed in statistical software SPSS. Thaultsee of Multiple Linear
Regression and Pearson Correlation would be addptéest hypothesis 1 to 4 and

also answer the research questions 1 to 4 as medtebove in the section following.

Table 4.2: Validity of the Regression Model

Coefficients®

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 185 126 1.471 143
MeanDIST (169 075 191 2247 026
MeanPROC 243 075 238 3.254 001
MeanINTE 203 074 217 2729 007
MeanINFO 318 D&z 334 3.869 000

a. Dependent Variable: MeanJSAT

4.3.2a. Distributive Justice and Job Satisfaction
With reference to Table 4.2, distributive justicastSig .= .026. Thus, p-values was

equal or smaller than confidence level 95% (p <§0.@long with the result of
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Pearson Correlation in previous section (Table,4th¢se results supported the
hypothesis that distributive justice has positie¢ationship towards employee job
satisfaction. Also, should distributive justicernease by 1 unit standard deviation, the
job satisfaction level on employee will increasedbys1 on standard deviation also.
Moreover, with reference to the B sub column undiestandardized Coefficients, the

multiple regression equation below could be derived

Job Satisfaction = 0.185 + 0.169(distributive jces}i

Besides that, hypothesis 1 is addressed as below:

Hypothesis 1:

Hlo: There is no relationship between distributive gestiand employee job
satisfaction.

H1i: There is a positive relationship between distiiaijustice and employee job

satisfaction.

Reject HD because p <=0.05. (Sig = .026). This could anshegtestion below:
Resear ch Question (a):
How does distributive justice relate towards empkojob satisfaction in Malaysia?

Based on the equation above and Pearson Correfatthng, distributive justice has

positive relationship toward employee job satistactn Malaysia.

4.3.2b. Procedural Justice and Job Satisfaction

With reference to Table 4.2, procedural justice 8as= .001. Thus, p-values was
equal or smaller than confidence level 95% (p <50.@&long with the result of

Pearson Correlation in previous section (Table,4th¢se results supported the
hypothesis that procedural justice has positivatie@iship towards employee job
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satisfaction. Also, should procedural justice iase by 1 unit standard deviation, the
job satisfaction level on employee will increasedh338 on standard deviation also.
Moreover, with reference to the B sub column undestandardized Coefficients, the

multiple regression equation below could be derived

Job Satisfaction = 0.185 + 0.243(procedural jukticg

Besides that, hypothesis 2 is addressed as below:

Hypothesis 2:

H20: There is no relationship between procedural justawel employee job
satisfaction.

H21: There is a positive relationship between procaldjustice and employee job

satisfaction.

Reject H3 because p <=0.05. (Sig =. 001). This could ansiaeguestion below:

Resear ch Question (b):
How does procedural justice relate towards emplgyesatisfaction in Malaysia?

Based on the equation above and Pearson Correfatthng, procedural justice has

positive relationship toward employee job satistactn Malaysia.

4.3.2c. Inter personal Justice and Job Satisfaction

With reference to Table 4.2, interpersonal jushties Sig = .007. Thus, p-values was
equal or smaller than confidence level 95% (p <50.@long with the result of

Pearson Correlation in previous section (Table,4th¢se results supported the
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hypothesis that interpersonal justice has positalationship towards employee job
satisfaction. Also, should interpersonal justiceréase by 1 unit standard deviation,
the job satisfaction level on employee will incredsy 0.217 on standard deviation
also. Moreover, with reference to the B sub columnder Unstandardized

Coefficients, the multiple regression equation bhetould be derived:

Job Satisfaction = 0.185 + 0.203(interpersonalgajt

Besides that, hypothesis 3 is addressed as below:

Hypothesis 3:

H3o: There is no relationship between interpersonaligasand employee job
satisfaction.

H31: There is a positive relationship between peesonal justice and employee job

satisfaction.

Reject H3 because p <=0.05. (Sig =. 007). This could ansiaeguestion below:

Resear ch Question (c):
How does interpersonal justice relate towards epgaqob satisfaction in Malaysia?

Based on the equation above, interpersonal jusisgositive relationship toward

employee job satisfaction in Malaysia.

4.3.2d. Informational Justice and Job Satisfaction

With reference to Table 4.2, informational justiwes Sig = .000. Thus, p-values was

equal or smaller than confidence level 95% (p <50.@&long with the result of
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Pearson Correlation in previous section (Table,4th¢se results supported the
hypothesis that informational justice has positiekationship towards employee job
satisfaction. Also, should informational justicen@ase by 1 unit standard deviation,
the job satisfaction level on employee will incredsy 0.334 on standard deviation
also. Moreover, with reference to the B sub columnder Unstandardized

Coefficients, the multiple regression equation bhetould be derived:

Job Satisfaction = 0.185 + 0.318(informational igest

Besides that, hypothesis 4 is addressed as below:

Hypothesis 4:

H4o: There is no relationship between informational ipestand employee job
satisfaction.

H41: There is a positive relationship between infoioval justice and employee job

satisfaction.

Reject H4 because p <=0.05. (Sig = . 000). This could ansiaeguestion below:

Resear ch Question (d):
How does informational justice relate towards empéjob satisfaction in Malaysia?

Based on the equation above, informational justa® positive relationship towards
employee job satisfaction in Malaysia.

Overall, the relationship of the OJ variables t jitb satisfaction could be written in

the format of multiple linear regression equatiefol:

y = o+ Xy + bpXo + X3 + Xy, bnX,

Hence, the fitted model of the multiple regresdinear equations was as below:
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Job Satisfaction = 0.185 + 0.169(distributive joes}i+ 0.243(procedural justice)
+ 0.203(interpersojuztice) + 0.318(informational justice)

From the equation above, it was observed that nmétion justice have the most
influence toward job satisfaction compare to othteree OJ dimensions. This was

aligned with the finding in Pearson Correlationlflea4.1) analysis.

Next, the goodness of fit of the model would bespreed as follows:

Table 4.3: R
Model Summary”
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 890@ 792 788 A09

a. Predictors: (Constant), MeanINFO, MeanDIST, MeanPROC, MeanINTE
b. Dependent Variable: MeanJSAT

With reference Table 4.3 above, the R Square val@e792. Should it express as a
percentage when multiplying by 100 and produce®%9.This means the model
explains 79.2% of the variance in job satisfactbithe 210 respondents. This could
be observed as the goodness of fit of the modeleitleeless, the adjusted R Square
(0.788) shows some slight shrinkage from the ursd¢lvalue (0.0792) indicating

that the model may have room to improve generabadd predict the population.

Page71 of 107



Table 4.4: Significance of Linear Regression Model

ANOWVA®
Sum of
Model Squares df Mean Square F Sig.
1 Regression 130.597 4 32.649 195.610 o000
Residual 34 2186 205 BT
Total 164 813 209

a. Dependent Variable: MeanJSAT
b. Predictors: (Constant), MeanIiNFO, MeanDIST, MeanPROC, MeanlNTE

Ho: B1=P2= ... =B« = 0 (no linear relationship)

Hi: at least one; #0 (at least one independent variable affects Y)

To test for overall significance of the model,dtrecessary to look in the Table 4.4.
F-test shows if there is a linear relationship le=wall of the independent variables
considered together and the dependent variablesatibfaction. The model in this
study reaches statistical significance where siG0. Hence, p-value < 0.05, so,
rejects H. Concluded there is at least one independentblarihat will affect job

satisfaction.

4.4 Conclusion

This chapter presented the analysis result of ta dollected using descriptive
analysis, Pearson Correlation and Multiple Lineaegfessions. The research
hypothesis and research questions were answerext lmas the analysis finding.
Besides that, goodness of fit and significance loé regression model were
interpreted as well. Lastly, the strongest predectrariable towards job satisfaction
was introduced. The next and also last chapter suthmarize the research and

discuss about the finding with more business petspss.
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CHAPTER 5

RECOMMENDATION AND CONCLUSION

5.1 Introduction

This chapter summarizes the outcome of the resdmstd on the research finding
presented in the previous section. Then, implicatioconclusion, limitations and

recommendations for future study are presentededls w

5.2 Social Demographic Char acteristics of Sample

The demographic of the respondents of the survey gander, marital status,
education level, management level, type of job, agmme level and job age (length
of service). All of them are not accounted for tanceptual model proposed and
hence won't affect the result of the data analysis.
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Table 5.1: Summary of DemographicRe$spondents

Demographic Value Frequency Percentage
GENDER FEMALE 126 60
GENDER MALE 84 40
Marital Status Married 72 34.3
Marital Status Separated 11 5.2
Marital Status Single 127 60.5
Education Level Four-year college 79 37.6
Graduate school degree (Master,
Education Level Doctor) 26 12.4
Education Level High school diploma 52 24.8
Education Level Two-year college degree 53 25.2
Management Leve| |Executive 84 40
Management Level |Manager/Assistant Manager 95 45.2
Management Level |Non-management Employee 4 1.9
Management Level |Senior/Deputy Senior Manager 27 12.9
Administration/Management

Job Type (Planning, Finance/Accou & 4.3
Job Type Education/Training 2 1.0
Job Type Engineering 3 1.4
Job Type Information Technology/internet 119 56.7
Job Type Marketing/Sales 50 23.8
Job Type Others 22 10.5
Job Type Production/Manufacturing 5 2.4
Age 30 ~ 39 years old 62 29.5
Age 40 ~ 49 years old 20 9.5
Age over 50 years old 29 13.8
Age Under 29 years old 00 471
Income blank 1 0.5
Income RM10000 or above 38 18.1
Income RM2000 or below 42 20
Income RM2001 ~ RM4000 30 14.3
Income RM4001 ~ RME000 72 343
Income RME001 ~ RM8000 20 9.5
Income RM8001 ~ RM10000 7 3.3
Job Age 1~29years 129 61.4
Job Age 3 ~4.9years 53 25.2
Job Age 5~ 69years 4 1.9
Job Age 7~9.9years 21 10
Job Age Qver 10 years 3 1.4

With reference to Table 5.1, most of the resporgleatticipated in the survey were
female (60%). Then, people who is single havinghighest number of participation
according to marital status demographic which i 1@0.5%), married participant
was 72 (34.3%) and the balance respondents hawzaseg with their partner. As

mentioned, most of the respondents have four-yelege degree education level
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which is 37.6% or 79 out of 210. The high schogll@ina and two-year college
degree have close frequency at 52 (24.8%) and 52%2. The balance 26 (12.4%)
respondents are at least holding a Master or Datetodegree. Next, most of the
respondents (45.2%) are holding a manager or asssstmanager role in the
company. And respondents at executive level are §%respondents), senior or
deputy senior manager are 12.9% (27 respondents}afi.9%) person are non-

employee employee.

Subsequently, most of the respondents (119 pensb6.6%) are doing IT related job

in their company. The next big group is marketingales which contributed 23.8%
in total respondents. It is worthwhile to learnttiiae 22 respondents who select
“Others” are from aviation industry and their jojpé was not listed in the survey
guestionnaire. Hence, they had chosen “Others” ha tase. The remaining

respondents are having job type of administratiomanagement (9), education or
training (2), engineering (3) and production or ofacturing (5). Next, the biggest

age group (99 or 47.1%) that responded to the gusvender 29 years old. Then 30
to 39 years old group has 62 (29.5%) participamisile 40 to 49 years old and over
50 years old are 20 (9.5%) and 29 (13.8%) resp=gtiv

On the income level aspects, 72 (34.3%) respondeswe RM4001 to RM6000
income level, which is the biggest group. Then, seeond highest selection is
RM2000 or below which is 42 (20%) respondents. TH&10000 or above is 38
(18.1%), RM2001 to RM4000 is 30 (14.3%) , RM6001RMB8000 is 20 (9.5%),
RM8001 to RM10,000 is 7 person. There was one gyaaint didn’t response to the
income level item. But the data ecord remains valitte income level won't be
accounted for the research model. Lastly, the lenftservice (job age) of most of
the respondents (129 or 61.4%) are 1 to 3 yearen Td¢ilow by 3 to 5 years which is
53 (25.2%) people. Next, 5 to 7 years have 1.9%egbn), 7 to 10 year is 10% (21
person) and over 10 years of service is 3 (1.4%sqoeonly.
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5.3 Correlational Analysis

Table 5.2: Summary of Correlational Analysis

Pearson's Correlations For All Study Variables

No. |Variables Distributive Justice Procedural Justice |Interpersonal Justice |Informational Justice |Job Satisfaction
1 |Distributive Justice 1 8577 B04%* 338 B10%
2 |Procedural Justice 857# 1 843% 857% 837%
3 |Interpersonal Justice 804%* 843% 1 908 842%
4 |Informational Justice 838 8577 908** 1 862%*

5 |Job Satisfaction 810%# 8377 847% 862** 1

With reference to Table 5.2, Pearson Product Morfiamtelations for every pair of

the variables are presented. As mentioned, thduewaf each pair of independent
variable and dependent variable are quite strofigofAhem are having r value not
less than .80 and having no negative sign in fobrthe r value. According to Cohen
(as cited in Pallant 2005), any r value between t0.5..0 is considered strong
relationship. Thus, all the proposed hypothesie 4 are supported by correlational
analysis of the collected survey data. All indepandvariables (variables 1 to 4 in

Table 5.2) have positive relationship toward jotisaction.
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5.4 Regression Analysis

Table 5.3: Summary of Regression Analysis

Regression Analysis Predicting Job Satisfaction with Four-Dimensions Model
. Adjusted .
No.| Independent Variables | R Square - Beta Sig.
R Square
1 |Distributive Justice 0.151 0.026
2 |Procedural Justice 0.238 0.001
- 0.792 0.738
3 |Interpersonal Justice 0.217 0.007
4 |Informational Justice 0.334 0.000

Dependent Variable: Job Satisfaction

Table 5.3 revealed the multiple linear regressioalysis for the impact of the four
independent variables toward the dependent varigesatisfaction. Generally, the
model has 0.79 R Square value which implies thaintlbdel can described 79.2% of
the variance in job satisfaction for the total seempf 210 respondents. This is the
goodness of fit of the model in application. Howevadjusted R Square slightly
reduced to 0.78 which indicates there is roomsrfrove of generalization of the
model. Apart from that, informational justice appghto be the most influential
factor in predicting job satisfaction (Beta = 0.33then followed by procedural
justice (Beta=0.238), next is interpersonal justi{@eta = 0.217) and the least
influential one is distributive justice (Beta=0.151All has confidences level more
than 95% (p-value <= 0.05). Similarly to correlat@nalysis, hypothesis 1 to 4 are all
rejecting H and supported Hwhich hypothesize that all the four OJ dimensibas
positive impact on job satisfaction. This also seglg that informational and
procedural justice supposed to have priority inronpng employee job satisfaction in

Malaysia.
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5.5 Discussion

Table 5.4: Revised Conceptual Model

- D

Organizational Justice

r value = 0.810
Distributive — " Beta-o0.151

H2 r value = 0.837
Beta = 0.238
Procedural —~ Job
Satisfaction
H3 rvalue = 0.842

) Bem=-0217

r value = 0.862
ha Beta = 0.334

Interpersonal —

Informational —

o %

Table 5.4 presents the revised conceptual modtHeostudy that aim to investigate
the relationship of the four OJ dimensions towaradysia employee job satisfaction
in Malaysia. As mentioned, the r values and Bétthe four independents variables
shown that they are important toward improving jsatisfaction of Malaysia
employee. Any unit increase in the variables wdwdtp to improve job satisfaction
level as well. Nevertheless, in term of prioritipat informational justice should be
the first to pay attention as both highest r valnd also Beta among the others. This
suggests that Malaysia employee perceived infoonatihat is relevant, adequate,
detail, timely and true with regards to a decismmade should be made available to
them during the communication with their supervisinis information would help

the employee to know and understand what the degifdictors of the decision are
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and also influence the employee’s proposition ippsuting those decisions that
affects them.

On the other hand, the revised conceptual mod€&abie 5.4 is partially aligned with
Choong et. al.’s conclusion (2010) who mentioneat fhrocedural justice is more
influential than distributive justice in relatioa Malaysia employee’s job satisfaction.
Thus, Table 5.4 has shown that procedural justi&e higher r value and Beta
compare to distributive justice. Similarly, Wan el.’s (2012) who focused on
procedural justice on the decision on promoting ag@nial staff in Malaysia also
found procedural justice is a predictive varialighe their study. Thus, the revised
conceptual model also partially supported theirkwvor

Table 5.5: Summary of Hypothesis Testing

Summary of Hypothesis Tested from Correlation and Regression

Hypothesis Detail Correlation Reg Regression Result
There is a positive relationship between
distributive justice and employee job Strong positive Supported
1 satisfaction.

There is a positive relationship between
procedural justice and employee job Strong positive Supported
2 satisfaction.

There is a positive relationship between
interpersonal justice and employee job |Strong positive Supported
3 satisfaction.

There is a positive relationship between
informtional justice and employee job  |Strong positive Supported
4 satisfaction.

Table 5.5 revealed that all of the four dimensia@re having strong positive
relationship towards job satisfaction level of Mal@ employee. Also the hypotheses
are all supported with the analysis of the sampldected from the survey. This
finding is aligned with the conclusion of AL Rawaeh (2013), Campbell (2007),
Hasan (2010), Pitts (2006) and Shah et. al. (204®) found OJ has positive effect

on job satisfaction. Besides that, the study edsghed finding similar to Tam (1998)
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who conducted OJ-related research in Malaysia pufiictor and found OJ has
significant impact on organizational outcome. Mm@ the interpersonal justice
finding is aligned with Sheli (2009) and Belanga0@7) work who also said that
interpersonal justice played a significant role promoting organizational

commitment and satisfaction. Next, informationatice find is similar to the work of

lyer (2011), Gauri (2013), Fodchuk (2009) and Brag2007).

On the other hand, according to Egan (1993), s@searchers also found distributive
justice to have negative effect on organizationatome such as task performance.
But this is not found in the study. It may due &npling size and culture difference,
thus people weighed differently on various dimension OJ. The same is found in
procedural justice where Gauri (2013) can’t realslh tonclusion of supporting
procedural justice effect on job satisfaction bus tstudy did based on the sample.
Furthermore, Oh (2013) who focused in South Ko @auri (2013) who focused
in healthcare business in the United State founsdigmwificant impact of interpersonal
justice towards job satisfaction as well. Thus, [€dh5 is partially supported to their

work only.

5.6 Implication

The finding of the study provides implication teethusiness owner or management
of company in Malaysia on how possible does theiosdinates or employees
prioritize OJ dimensions. The result provided algline based on regression analysis
to the authority that informational justice playdlde most significant role in
predicting employee perceived of fairness in thengany. Then, procedural justice
follows by interpersonal justice and lastly distttive justice. This implies that an
organization does not need to worry much aboutessing operating cost in

improving OJ within the organization. The infornaatal justice required complete,
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relevant, adequate, timely and detail informatiorb¢ communicated to the affected
employee with regards to a decision made. This avdudlp the employee to

understand the consideration and principle of thiaity in doing such decision.

And employee will probably supporting the decisiostead of go against with it.

What the company has to invest is the effort inppreng and drawing out proper
guideline and policy to disclose those informationtargeted employee on timely
basis.

As mentioned, informational justice could be reacth&h no or minimum cost. It is
the same for improving procedural justice, a comgparay need to change their
existing procedure in make decision to become nramsparent. This may include
changing of standard operational procedure. Thusiild likely to incur some cost
on man-hour and managerial staff might feel thaytiave lost some of the
discretion power. The same for interpersonal jestitat would need some extra cost
on man-hour because the supervisor should speatttmare and communicate with
their subordinates about a decision made. Due cesel caring should be given to
the employee in the communication. In some caglered caring and treatment on
some particular employee should be happened. Tdudd chelp the employee to
reduce the anxiety and uncomfortable to the newsibecthat affected them. Lastly.
distributive justice would likely increase the co$ta company because it tends to do

with monetary rewards and recognition.

Therefore, Malaysia employee should take the resuhis finding seriously in order
to improve the job satisfaction of their employ&éith high job satisfaction, then
comes along with high organizational commitmenthsge of organizational
belonging, harmonious workplace, low employee tuemaate etc. which eventually
convert into the competitive edge of the company n#entioned by Bliss (as cited in
Hamlett 2014), a 10% turnover rate in a medium s@apany with 1000 employees
is approximately USD7.5 million loses on averaghisTinclude the loses of tacit

knowledge of an employee, skill and experiences th@ employee possess,
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leadership of the employee etc. Thus, by upholddgproperly, a company could
actually save a lot of non-financial cost as wahd these non-financial costs would
transform into a sharp and powerful edge for thexgany in competitive business

environment today.

Lastly, Malaysia government is signing the TrangifRa Partnership Agreement
(TPPA) that initiated by the United States and at®oeases the coupling with China
in commercial activity at the same time in 2015u3hopportunities to grow and
expand Malaysia businesses are plenty. So a higblywated, loyal and committed
work forces are very critical in driving and devgilog the company to advance and

grab business opportunity along the way.

5.7 Limitation

There were several limitation of the study thatude the geographical coverage of
the respondents of survey is Klang Valley only domehe time and cost constraint
predefined by education institution. Next, althoudemographic is captured in
guestionnaire but there weren’t used in constrgctire model of the study despite
there were past research that reported demographicespondents i.e. gender, age ,
job position, etc would affect the perception afriass in an organization. A person
with high income and high position in company temalgperceived OJ compare to
people with lower income and lower position. Thie study does not taking into

account of these factors in evaluating the model.
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5.8 Recommendation for Future Study

Future study is recommended to expand the geogralptoverage to whole Malaysia
instead of focus in Klang Valley only. This wouldfohitely incur more cost in term
of time and fund. Next, demographic should be awotsdi for the OJ to job
satisfaction model in the future study. Besidesgabsfaction, it is suggested to test
on effect of OJ on employee turnover rate, orgdmmal commitment, and
supervisor satisfactory etc. to have more comprakierempirical literature for the
subject. It is also advisable to increase the sagpdize to have more accurate
research finding. On the other hand, future re$esinould consider examining the OJ
subject from the view point of a supervisor or bess owner in Malaysia. This
would definitely enrich the literature and knowledgf OJ specifically in Malaysia

context.

5.9 Conclusion

This chapter summarize the research finding andlasd them into table for easy
understanding. It also provides discussion and igapbn of the study. Lastly,

limitation and recommendation for future studyigeg as well.
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APPENDIX A

RESEARCH QUESTIONNAIRE

The Impact of Organization Justice toward Emplojele Satisfaction in Malaysia

Thank you for your participation. | am SO Soon Yuanstudent of Master in Busine
Administration (MBA) program of the University ofufiku Abdul Rahman, Malaysia.

| am conducting a research on the impact of orgdioizal justice on employee jo

satisfaction in Malaysia. The purpose of this studyto investigate the impact ¢

organizational justice on job satisfaction of Ma@yemployees. The information that y

5S

= O

DU

provide will be kept anonymously and confidentiadlgd used in aggregated summairjes

only for research purpose.

The questionnaire should take you 5-10 minutetopdete. This questionnaire consists

five sections. There is no right or wrong answeeach question. It is very important that

you respond to each and every statement. Onlyltban include your opinions in the final

analysis.

Please feel free contact me at sosoonyuan@gmaibean012-6125805, if you have any

questions and comments. Thank you.

Sincerely,
SO Soon Yua

of

|I. Distributive Justice
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For each question, please indicate your level cdement by checking the box that best reflects your
perception of your organization.

1---------- 2---------- K ey R 5
Strongly Disagree Neutral Agree Strongly
Disagree Agre

1. My work schedule is fair.

Refer to working time.

2. | believe my level of pay is fair.

3. | consider my workload to be quite fair.
Refer to amount of work.

== U= =
(e O e e
[Jw [« w [«
(1= = ==
e e e e

4. Generally, the rewards | receive here are daite
Includes monetary, recognition, award etc.

5. | feel that my job responsibilities are fair.
Refer to ownership of job.

[[]+~
[] e
[]w
[+
[]w

Il. Procedural Justice

For each question, please indicate your level cé@mgent by checking the box that best reflects your
perception of your organization.

R 2----m - K e R 5
Strongly Disagree Neutral Agree Strongly
Disagree Agre

[]=
[
[ w
HES
[ w

6. The decisions our organization makes in thel lefre
organization are in an unbiased manner.

7. Our organization makes sure that all employees'
concerns are heard before job decisions are made.

8. Our organization has procedures to collect mftion
for making decisions accurately and thoroughly.

L=]=
L] ]
[Jw]w
HESE
[Je] e

9. Our organization has procedures that are designallow
the requests for clear explanation or additionfarimation
about a decision.

[[]+~
[]w
[]w
HES
[]w

10. All decisions of our organization are applietsistently

[]=
[
[ w
HES
[ w
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and impartially across all affected employees

11. Our organization has procedures that allow an 1 2 3 4 5
employee to appeal or challenge a decision. |:| |:| |:| |:| |:|

[11.Interpersonal Justice

For each question, please indicate your level cdement by checking the box that best reflects your
perception of your organization.

1---------- 2---------- K ey R 5
Strongly Disagree Neutral Agree Strongly
Disagree Agre

12. When decisions are made about my job, my sigmerv
treats me with kindness and consideration.

[[]+~
[] e
[]w
[+
[]w

13. When decisions are made about my job, my siguarv
considers personal needs with the greatest ca

[]=
[]w
[(]w
[]=
[ w

14. When decisions are made about my job, my siguerv
treats me with a truthful manner.

[]=
[
[ w
HES
[ w

15. When decisions are made about my job, my sigmerv
shows concerns for my rights as an employee.

(]~
e
[w
[

[]w

16. Concerning decisions made about my job, 1
My supervisor usually discusses the expeictgacts  of the
decisions with me. I:l

[
[]w
e
[ w

17. When making decisions about my job, my supervis
offers reasonable explanations that | uneadstlearly.

[]+~
[]w
[]w
[+
[]w

18. My supervisor explains clearly any decisioit i§
related to my job.

[]+~
[]w
[]w
[+
[]w

IV.Infor mational Justice

The following items refer to the authority figuteat enacts the procedures used at your
organization to make decisions. To what extent:
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(RS 7S c N 5

To a Small Moderate Neutral Moderate
Extent Small Big
Extent Extent

19. Has he/she been candid in his/her communication
with you?
Refer to honesty in communication.

20. Has he/she explained the procedures thoroughly?

21. Were his/her explanations regarding the proeesdu
reasonable?

22. Has he/she communicated details in a timelymagh

23. Has he/she seemed to tailor his/her commuortsti
to individuals’ specified needs?

Du

Du

(e e e

e

[] =

== =

[ w

[] e

[ e e

V. Job Satisfaction

For each question, please indicate your level cdement by checking the box that best reflects your

perception of your organization.

R 2----im - K ey R R 5
Strongly Disagree Neutral Agree Strongly
Disagree Agre

24. | am satisfied with the success | have achiévedy career.

25. | am satisfied with the progress | have madetd
meeting my overall career goals.

26. | am satisfied with the progress | have madetd
meeting my goals for income.
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27.

28.

| am satisfied with the progress | have madetd
meeting my goals for advancement.

| am satisfied with the progress | have maedetd

1 2 3 4 5
meeting my goals for the development of nkiliss I:I I:I I:I I:I I:I

V1. Demographic

29.

30.

31.

32.

33.

34.

35.

What is your gender?

I:I Male I:I Female

What is your marital status?

I:I Single Married I:I Separated I:I

What is your age?

|:| Under 29 years old |:| 30 ~ 39 years old

I:I 40 ~ 49 years old over 5d:| years old

What is your highest level of education?
I:I High school diploma Two-yeatlege degree

|:| Four-year college |:| Graduate school degree @1aBbctor)

What is your monthly income level?

|:| RM2000 or below RM2001 ~ RO0O

I:I RM4001 ~ RM6000 RM6001 ~ RM8000

I:I RM8001 ~ RM10000 RM10000 or above

What is your management level?

I:I Executive

NN

Manager/issnt Manager

I:I Senior/Deputy Senior I:I Non-management Employee
Manager

What is the type of your job in your organiaaf

I:I Marketing/Sales I:I famation Technology/Internet
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I:I Research and Production/ I:I

Development Manufacturing

Administration/ManagemenP(anning, Finance/Accounting, Human Resource,
I:I Law/Auditing,etc.)

I:I Engineering I:I Education/Training

I:I Others

36. How long have you worked for this organiza#ion

I:I 1~ 2.9years I:I 3 ~ 48rg
|:| 5~ 6.9 years |:| 7 ~ %arng

I:I Over 10 years

- End -

Thank you very much
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Reliability

APPENDIX B

RELIABILITY TEST OUTPUT

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 10 100.0
Excluded® 0 .0
Total 10 100.0

a. Listwise deletion based on all variables in

the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items
.914 28
Item Statistics
Mean Std. Deviation N
DISTRIBUTIVE JUSTICE
1 3.70 1.160 10
DISTRIBUTIVE JUSTICE
3.40 .966 10
2
DISTRIBUTIVE JUSTICE
3.00 1.054 10
3
DISTRIBUTIVE JUSTICE
2.70 .823 10
4
DISTRIBUTIVE JUSTICE
c 2.90 .994 10
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PROCEDURAL JUSTICE
6

PROCEDURAL JUSTICE
7

PROCEDURAL JUSTICE
8

PROCEDURAL JUSTICE
9

PROCEDURAL JUSTICE
10

PROCEDURAL JUSTICE
11

INTERACTIONAL
JUSTICE 12
INTERACTIONAL
JUSTICE 13
INTERACTIONAL
JUSTICE 14
INTERACTIONAL
JUSTICE 15
INTERACTIONAL
JUSTICE 16
INTERACTIONAL
JUSTICE 17
INTERACTIONAL
JUSTICE 18
INFORMATIONAL
JUSTICE 19
INFORMATIONAL
JUSTICE 20
INFORMATIONAL
JUSTICE 21
INFORMATIONAL
JUSTICE 22
INFORMATIONAL
JUSTICE 23

JOB SATISFACTION 24
JOB SATISFACTION 25

2.80

2.40

2.80

2.70

3.10

2.50

3.50

3.30

3.60

3.40

3.20

3.40

3.30

3.30

2.80

3.10

3.00

3.20

3.30
3.40

.789

.843

.632

.675

.568

.850

.850

.675

.966

.843

919

.966

.949

.823

.789

.738

.816

919

.823
.843

10

10

10

10

10

10

10

10

10

10

10

10

10

10

10

10

10

10

10
10
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JOB SATISFACTION 26 3.20 422 10
JOB SATISFACTION 27 3.10 .568 10
JOB SATISFACTION 28 3.30 .823 10
Item-Total Statistics
Scale Corrected Cronbach's
Scale Mean if Variance if Item-Total Alpha if Item
Item Deleted Iltem Deleted Correlation Deleted

DISTRIBUTIVE JUSTICE
1 83.70 146.678 .650 .908
DISTRIBUTIVE JUSTICE
) 84.00 153.333 .502 911
DISTRIBUTIVE JUSTICE
3 84.40 152.933 .469 912
DISTRIBUTIVE JUSTICE
4 84.70 156.233 .455 912
DISTRIBUTIVE JUSTICE
5 84.50 148.278 .702 .907
PROCEDURAL JUSTICE
5 84.60 151.156 747 .907
PROCEDURAL JUSTICE
7 85.00 153.333 .585 .910
PROCEDURAL JUSTICE
8 84.60 168.267 -.146 919
PROCEDURAL JUSTICE
o 84.70 158.456 433 912
PROCEDURAL JUSTICE

84.30 159.789 429 912
10
PROCEDURAL JUSTICE

84.90 161.656 .180 .916
11
INTERACTIONAL

83.90 150.989 .697 .908
JUSTICE 12
INTERACTIONAL

84.10 154.989 .644 .909
JUSTICE 13
INTERACTIONAL

83.80 150.622 .620 .909
JUSTICE 14
INTERACTIONAL

84.00 154.222 .541 911
JUSTICE 15
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INTERACTIONAL

84.20 157.956 .323 914
JUSTICE 16
INTERACTIONAL

84.00 152.000 .560 .910
JUSTICE 17
INTERACTIONAL

84.10 152.544 .547 .910
JUSTICE 18
INFORMATIONAL

84.10 160.100 .263 .915
JUSTICE 19
INFORMATIONAL

84.60 152.044 .699 .908
JUSTICE 20
INFORMATIONAL

84.30 152.456 .728 .908
JUSTICE 21
INFORMATIONAL

84.40 148.267 .872 .905
JUSTICE 22
INFORMATIONAL

84.20 151.733 .605 .909
JUSTICE 23
JOB SATISFACTION 24 84.10 151.211 .710 .908
JOB SATISFACTION 25 84.00 156.444 432 912
JOB SATISFACTION 26 84.20 164.178 177 .915
JOB SATISFACTION 27 84.30 164.456 .102 916
JOB SATISFACTION 28 84.10 158.322 .351 .914

Scale Statistics
Mean Variance | Std. Deviation | N of Items
87.40| 166.267 12.894 28
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APPENDIX C

PEARSON CORRELATION SPSS OUTPUT

Correlations
MeanDIST | MeanPROC | MeanlMNTE | MeanIMNFO | MeanJSAT
MeanDIST  Pearson Correlation 1 85T 804" 838" 810
Sig. (1-tailed) .0on .0on .0o0 .0on
I 210 210 210 210 210
MeanPROC  Pearson Correlation BET | 843" 857 837
Sig. (1-tailed) .0on .0on .0o0 .0on
I 210 210 210 210 210
MeanlMTE  Pearson Correlation a04” 843" 1 gog” 842"
Sig. (1-tailed) 000 000 000 000
I 210 210 210 210 210
MeanlMFO Pearson Correlation aag” BET ao0s” 1 862
Sig. (1-tailed) .0on .0on .0on .0on
I 210 210 210 210 210
MeanJSAT Pearson Correlation a1 837 a42" 862 1
Sig. (1-tailed) .0oo .0oo .0oo .ooo
I 210 210 210 210 210

** Correlation is significant atthe 0.01 level (1-tailed).

Pagel00 of 107




APPENDIX D

MULTI LINEAR REGRESSION SPSS OUTPUT

Correlations

Notes

Output Created
Comments

Input

Missing Value Handling

Syntax

Resources

Data

Active Dataset

Filter

Weight

Split File

N of Rows in Working Data
File

Definition of Missing

Cases Used

Processor Time

Elapsed Time

09-DEC-2015 22:24:52

D:\MBA\FYP\GDrive
FYP\FYP\FYP\SPSS
Data\SSY_FYP_DATA\FYP_OJ Total
_N2.sav

DataSetl

<none>

<none>

<none>
210

User-defined missing values are
treated as missing.
Statistics for each pair of variables are
based on all the cases with valid data
for that pair.
CORRELATIONS
/VARIABLES=MeanDIST MeanPROC
MeanINTE MeanINFO MeanJSAT
/PRINT=ONETAIL NOSIG
IMISSING=PAIRWISE.
00:00:00.02

00:00:00.02
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Correlations

MeanDIST [ MeanPROC | MeanINTE | MeanINFO
MeanDIST  Pearson Correlation 1 857" 804" 838"
Sig. (1-tailed) 000 000 000
N 210 210 210 210
MeanPROC  Pearson Correlation 857" 1 843" 857"
Sig. (1-tailed) 000 .000 .000
N 210 210 210 210
MeanINTE Pearson Correlation 804" 843" 1 .908”
Sig. (1-tailed) 000 000 .000
N 210 210 210 210
MeanINFO  Pearson Correlation 838" 857" 908" 1
Sig. (1-tailed) 000 000 .000
N 210 210 210 210
MeanJSAT  Pearson Correlation 810" 837" 842" 862"
Sig. (1-tailed) 000 000 .000 .000
N 210 210 210 210
Correlations
MeanJSAT
MeanDIST Pearson Correlation 810"
Sig. (1-tailed) .000
N 210
MeanPROC Pearson Correlation 837"
Sig. (1-tailed) .000
N 210
MeanINTE Pearson Correlation 842"
Sig. (1-tailed) .000
N 210
MeanINFO Pearson Correlation 862"
Sig. (1-tailed) .000
N 210
MeanJSAT Pearson Correlation 1
Sig. (1-tailed)
N 210
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**_Correlation is significant at the 0.01 level (1-tailed).

Regression

Descriptive Statistics

Mean Std. Deviation N
MeanJSAT 3.29 .888 210
MeanDIST 3.43 794 210
MeanPROC 3.30 .870 210
MeanINTE 3.35 .949 210
MeanINFO 3.30 .934 210

Correlations

MeanJSAT | MeanDIST [ MeanPROC | MeanINTE
Pearson Correlation MeanJSAT 1.000 .810 .837 .842
MeanDIST .810 1.000 .857 .804
MeanPROC .837 .857 1.000 .843
MeanINTE .842 .804 .843 1.000
MeanINFO .862 .838 .857 .908
Sig. (1-tailed) MeanJSAT .000 .000 .000
MeanDIST .000 .000 .000
MeanPROC .000 .000 .000
MeanINTE .000 .000 .000
MeanINFO .000 .000 .000 .000
N MeanJSAT 210 210 210 210
MeanDIST 210 210 210 210
MeanPROC 210 210 210 210
MeanINTE 210 210 210 210
MeanINFO 210 210 210 210
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Correlations

MeanINFO
Pearson Correlation MeanJSAT .862
MeanDIST .838
MeanPROC .857
MeanINTE .908
MeanINFO 1.000
Sig. (1-tailed) MeanJSAT .000
MeanDIST .000
MeanPROC .000
MeanINTE .000
MeanINFO
N MeanJSAT 210
MeanDIST 210
MeanPROC 210
MeanINTE 210
MeanINFO 210
Variables Entered/Removed®
Variables Variables
Model Entered Removed Method
1 MeanINFO,
MeanDIST, Enter
MeanPROC,
MeanINTE®
a. Dependent Variable: MeanJSAT
b. All requested variables entered.
Model Summary®
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .890°% 792 .788 .409

a. Predictors: (Constant), MeanINFO, MeanDIST, MeanPROC,
MeanINTE
b. Dependent Variable: MeanJSAT
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ANOVA?

Model Sum of Squares df Mean Square F Sig.

1 Regression 130.597 4 32.649 195.610 .000°
Residual 34.216 205 .167
Total 164.813 209

a. Dependent Variable: MeanJSAT

b. Predictors: (Constant), MeanINFO, MeanDIST, MeanPROC, MeanINTE

Coefficients?®
Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) .185 .126 1471 .143
MeanDIST .169 .075 .151 2.247 .026
MeanPROC .243 .075 .238 3.254 .001
MeanINTE .203 .074 217 2.729 .007
MeanINFO .318 .082 .334 3.869 .000

Coefficients®
95.0% Confidence Interval for B Correlations
Model Lower Bound Upper Bound Zero-order Partial Part
1 (Constant) -.063 433
MeanDIST .021 .317 .810 .155 .072
MeanPROC .096 .390 .837 222 .104
MeanINTE .056 .350 .842 .187 .087
MeanINFO .156 .480 .862 .261 .123
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Coefficients®

Collinearity Statistics

Model Tolerance VIF
1 (Constant)
MeanDIST .225 4.445
MeanPROC .189 5.282
MeanINTE .160 6.255
MeanINFO .136 7.375
a. Dependent Variable: MeanJSAT
Collinearity Diagnostics?®
Variance Proportions
Model  Dimension Eigenvalue | Condition Index [ (Constant) | MeanDIST | MeanPROC
1 1 4.922 1.000 .00 .00 .00
2 .050 9.943 .76 .00 .01
3 .013 19.239 .15 .24 .25
4 .008 24.480 .05 .57 .70
5 .006 27.746 .04 .19 .04
Collinearity Diagnostics?®
Variance Proportions
Model Dimension MeanINTE MeanINFO
1 1 .00 .00
2 .02 .02
3 .28 .07
4 .04 11
5 .66 .80

a. Dependent Variable: MeanJSAT
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Casewise Diagnostics?

Case Number Std. Residual MeanJSAT | Predicted Value | Residual
13 -3.018 3.83 -1.233
27 4.981 1.57 2.035
a. Dependent Variable: MeanJSAT
Residuals Statistics®

Minimum Maximum Mean Std. Deviation
Predicted Value 1.40 4.57 3.29 .790 210
Std. Predicted Value -2.391 1.609 .000 1.000 210
Standard Error of Predicted
Value .029 181 .058 .024 210
Adjusted Predicted Value 1.37 4.56 3.29 792 210
Residual -1.233 2.035 .000 405 210
Std. Residual -3.018 4.981 .000 .990 210
Stud. Residual -3.116 5.113 .001 1.012 210
Deleted Residual -1.314 2.144 .001 423 210
Stud. Deleted Residual -3.185 5.460 .002 1.026 210
Mahal. Distance .063 39.868 3.981 5.147 210
Cook's Distance .000 .281 .009 .031 210
Centered Leverage Value .000 191 .019 .025 210

a. Dependent Variable: MeanJSAT
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