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Abstract

The main objective of this survey research isxangne the
interrelationships of procedural justice, organmal justice
cohesiveness, personal characteristics and ordgemah loyalty. The
study reports responses of (470) government emgsoyeom four
government organizations from various sectors enShate of Kuwait.
Data were collected through a structured questiogneontaining
standard scales of organizational loyalty, distik justice |,
procedural justice and group cohesiveness. Fourthgges were tested
and validated by the data. Results show that proeégustice have a
low positive significant relationship with organiimal loyalty (r
=.097) at a (0.05) significance level, in companiseith distributive
justice which has a moderate significant positeationship (r =.225)
at a (0.01) level with organizational loyalty, agtbup cohesiveness
which have a moderate significant positive assmmafr =.203) at a
(0.01) significance level with organizational layalBut with regard to
the relationship of personal characteristics arghizational loyalty,
the data provided only partial support. The studgults show that
agency and age affect organizational loyalty in asifve way, as
regression coefficients were (.181), (.174) at X)0G@nd (.020)
significance levels respectively, while job and emxence affect
organizational loyalty in a negative way (-.136)220) at (.004)
significance levels respectively. But data shows gff@ct of rank,
education, gender, and nationality on organizatiologalty. The
limitations of common method bias and cross seatictata are
discussed in light of implications for future resza
Keyword(s): organizational loyalty; organizational loyalty; peglural
justice; distributive justice, group cohesivendasyait.
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INTRODUCTION:

It is often argued that it is extremely importamt érganizations
to provide a healthy work environment, in orderattract and retain
qualified, highly committed, and loyal workforceedause committed
and loyal employees reinforce employees' motivatmact in the best
interest of organizations they work for. From therspective, research
on this topic has attracted much attention of nmedess and
practitioners. An important component of work eouwiment is
maintaining organizational justice, and group coapen and
cohesiveness which can create positive percepandsattitudes about
the organization. Therefore, if loyal and commitésdployees are to be
retained, these concerns should be explicit in fibrenal reward
allocation process. Henceforth, it would be intBngsto investigate
whether government employees in the State of Kupaiteive that
their organizations actually reward loyalty, and éxamine the
relationship between organizational loyalty andcpafed procedural
justice, distributive justice, and group cohesivsmneResearching this
topic in Kuwait is of prime importance, where pualdiector employees
enjoy high salaries and benefits, in contrast veithployees in most
countries. This makes other non monetary incentimese important
vehicles which public organizations should workuswn in order to
enhance employees' organizational loyalty and Hyereheir
performance. To the best of researchers' knowletugegsearch yet has
investigated this issue in the Kuwaiti public seevi

Significant Variables:

Corporate Culture: the expression of collective lyges' attitudes and
shared values which enables them to believe inadfganization’s
values and goals, and to want to keep working lat brganization.
(Kono & Clegg, 1998).

Organizational loyalty: the employee’s adoptioriteé values, attitudes
and beliefs of the organization, and his willinghés exert additional
effort to achieve the goals of the organizatigfuruvilla and Iverson,
1993).
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Distributive justice: the fairness of the treatmehemployeeg¢Kumar
et al.,, 1993).The concern is with the employee’s perception haf t
equitable distribution of rewards, given the empkig education,
responsibilities, effort and experiend®rice and Mueller, 1986)
Distributive justice deals with the outcomes of idems, relates to
criteria have been used by organizations when rgakiacisions,
involves setting down rules that everyone shoultb¥o in decision
making, and following certain rules of allocatiomiah can lead to fair
distribution of benefits(Greenberg 1990).

Procedural justice: the fairness of procedures usatkcide outcome
distributions and how they are enacted. It is come@ with making and
implementing decisions according to fair processes.

Group cohesiveness: high quality of interaction aghwork members
which is characterized with cooperative relatiopstiiat goes beyond
the formal organizational requirements contré8hal, 2006:106-117)
Personal Variables: Agency, job, rank, age, edaoatiqualifications,
Experience, gender, and nationality.

Literature Review:

This study focuses on organizational loyalty whigtan aspect
of organizational culture. Organizations interestedkeeping a loyal
and committed workforce should communicate and tpe@gositive
policies in this regard to employees, in orderrbance levels of their
loyalty and commitment. This can lead to organmadil citizenship
behavior (Coyle-Shapiro, et. Al, 2003;Williams &Zainuba, 2002;
Zellers et.al, 2003) a concept which refers to those organizationally
beneficial acts that are rooted neither in the &rmoles nor in any
contract of compensation. It refers to discretignand voluntary
behavior (Organ, 1988. Understanding the determining conditions,
situations and motives that lead to such behavisrskely to yield an
insight into when and how these acts ocd&ewarding loyalty has a
strong symbolic message as it indicates that aranagtion is
concerned with the well-being of employees who &gal and
committed.(Rousseau & Hui, 2002)

Organizational loyalty refers to the employee’s @am of the
values, attitudes and beliefs of the organizatiod his willingness to
exert additional effort to achieve the goals of tbeganization.
(Kuruvilla and Iverson, 1993 From a functional perspective, Human
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Resource Management (HRM) practices are the maaois tdor
maintaining and increasing work motivation and loyaErez &
Earley 1993. Organizations have great discretion about theipe
aspects they can consider and reward when makisgiy@odecisions
about pay raises or promotions, or negative dewssieuch as
demotions or dismissdGilliland, 1994) As Meyer points out, HRM
policies and practices are likely to have an impattorganizational
loyalty (Meyer, 1997. Dimensions of organizational loyalty consist
among many dimensions of an employee’s belief & diganization,
willingness to work hard for it, and the desirectmtinue to work for it
(Mowday, Steers & Porter, 1982Generally, higher or lower levels of
loyalty have been shown to be a major driver of leyges staying
with or leaving an organizatiofShaw et al., 1998)As levels of
organizational loyalty vary across groups, orgamrgs and countries,
which in turn can influence the organizational omtes, this study
examines the interrelationships between organizatidoyalty as a
dependent variable, and procedural justice, diditb justice, group
cohesiveness, and personal characteristics as @ndept variables.
The purpose is to show whether government orgaaimin the State
of Kuwait have paid enough attention to these cors;eo the extent
that can enable organizations to meet challengagsrake the changes
necessary to maintain employees’ attachment ta thrgjanizations.
Japan model of management, which is increasinglgogmrized
worldwide, is a live example where efficiency arffeetiveness are
outcomes of more organizational loyalty.

Organizational loyalty has been investigated in ynampirical
studies and is currently facing huge challengeshftioe unprecedented
impact of external factors. Such importance stamms fits impact as a
key mediating variable in determining organizatiomatcomes(Lind,
2001; Morgan and Hunt, 1994)Various research endeavors have
dealt with organizational loyalty as a system leweitcome. The
assumption is that if individuals perceive a dexisas being fair, they
are more likely to reciprocate with higher commitegreater job
satisfaction, and engage in extra-role behavioseBeh on perceived
organizational support demonstrates that an orgaiZs commitment
to employees is important for maintaining highervels of
commitment. On the other hand, increases in matarid symbolic
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rewards that show a positive evaluation of the eyg® attributable to
deliberate and voluntary decisions by the orgarmmatare likely to
increase perceived support. Supporting individwat® are loyal and
committed can strengthen the bond between the ag#n and
employees and indicates that an organization iseroed with the
well-being of employees who are loyal and commitlduls, the better
cultural values fit employees’ beliefs and valuéise greater the
achievement(Boxx & Odom, 1991; Eisenberger, Huntington,
Hutchison & Sowa 1986; Eisenberger, Fasolo & DauisMastro

1990; Eisenberger, Armeli, Rexwinkel, Lynch & Rhoasl 2001).

A path analysis study by McFarlin and Sweeney iaigid that
the two-factor model provided the most parsimoniexplanation for
the effects of justice on work outcomg$icFarlin and Sweeney,
1993). Moreover, a meta-analysis of 183 empirical studiesnd
further support for this modé€Colquitt et al. 2001) Another study by
Fischer relates procedural justice to the levebrgfanizational loyalty,
and distributive justice to job satisfaction levgischer, 2006) With
regard to justice research on HRM practices, it pra®arily focused
on allocation criteria such as equity or fairnédse important question
is whether employees perceive such decisions asafal whether
organizations show concern for them as individudigler & Lind
1992; Colquitt, Conlon, Wesson, Porter & Ng 2Q0Deutsch 1975;
Fischer & Smith 2003).Equity is supposed to be the most relevant
criterion for organizationfAdams 1965; Fischer & Smith 2004).
Various studies have shown that reward allocatioocgrlures and
HRM practices are evaluated in terms of jus{it@er & Blader 2003;
(Gilliland 1993; Jones, Scarpello & Bergmann 1999Ryan &
Ployhart 2000) Research indicates that people are likely toimeta
positive attitudes towards their organization when the pilaces
determining the decision were fair, even when tleeigion itself
resulted in an unfavorable outcorfiend, 2001;McFarlin & Sweeney
1992; Schaubroeck, May & Brown 1994; Sweeney & Mchia
1993) Previous arguments in the literature indicate trganizations
might consider loyalty and the implication is thatvarding loyalty
would strengthen commitment.

Two dimensions of organizational justioghich reinforce
employees' organizational loyalty are their percsst of justice are
distinguished in this regard. The first dimensisndistributive justice
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which relates to outcome satisfaction and the é&asisn of its
distributions, and the evaluation of some final isiec concerning
somebody personallyBfockner 2002; McFarlin & Sweeney 1992;
Sweeney & McFarlin 1993Meyer 1997) It deals with the outcomes
of decisions and relates to criteria have been Ulsedrganizations
when making decisions, and involves setting dowesrthat everyone
should follow in acquiring and transferring goodmd following
certain rules of allocation which can lead to thstribution of benefits.
(Greenberg 1990)It is a measure of the fairness of the treatmént o
employeegKumar et al., 1993)lt is concerned with the employee’s
perception of the equitable distribution of rewardgiven the
employee’s education, responsibilities, effort agxjperience(Price
and Mueller, 1986).Some research showed that managerial support
and distributive justice are positively linked tagin organizational
loyalty and reported a relationship between distiite justice and
acceptance of organizational chan@éathieu and Zajac, 1990; Price
and Mueller, 1986 ; while Cordery et al. 1993)he second dimension
is procedural justice, which focuses on the fasnafsprocedures used
to decide outcome distributions and how they araced. It is
concerned with making and implementing decisionso&ting to fair
processes. This is important as group membera ofimpare the ratio
of their contributions and inducements with otheenmbers of the
group through a process of social comparistence justice becomes a
significant aspect of a differentiated work groupdaneeds to be
explored. Employees feel affirmed if the procedutest are adopted
treat them with respect and dignity, making it eadd accept even
outcomes they do not likdeutsch, 2000 Some of the factors that
enhance procedural justice are consistency, ingb#&yti transparency
and fair representation. Consistency means treaimgar cases alike
(Buttram, et. al. 199h Impartiality means that procedures must be
impartial and neutral to reach fair and accuratenchgions.
Representation guarantees that those who are tigiedfected by the
decisions, have a voice in the decision making ggscwhich affirms
the status of group members and inspires trust he s$ystem.
Transparency means that processes that are impednehould be
transparent and should be reached through operequoes, without
secrecy or deception. The importance of procedustice stems from
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its influence in inspiring feelings of employeé&syalty, legitimizing
the authority of leaders, and helping in ensurintuntary compliance
with the rules Tyler, et.al. 1995.
The concept of group cooperation and cohesiverefsssrto friendly
and supportive relationships between employees, &aetiveen
employees and their boss@gan Vugt & Hart, 2004) In general,
enhancing work related interaction through guidirepaching, or
delegation can result in more organizational lgyalthe quality of
interaction has been shown to predict subordinateomes like use of
upward influence tacticgKrishnan, 2004 and absenteeisniVan
Dierendonck et al., 2002 amongst other affective outcomes like
satisfaction and loyaltySome researchers discussed the role of equity
perceptions and exchanges and show that one waywhith
subordinates can reciprocate these relationshijy isither enlarging
or limiting their roles so that they either follomnly the contract or
extend their behaviors beyond normal role requirdmé.e. engage in
citizenship behaviors)(Dansereau et al., 1994 Other research has
showed that loyalty is strongly correlated with dqmersonal relations
with colleaguesNijhof et al, 199§. In particular, the culture of peers’
work relations has a significant influence on loyalFischer, R 2004
Xin & MacMillan, 1999; Rosenholtz, 1989 Beside that, researchers
who investigated loyalty in a non-western contgajnted out that
culture moderates the relationship between leagelsthavior and job
satisfaction, and loyaltfFischer, 2004;Yousef, 2000

Regarding the effect of personal variables on armgdional
loyalty, research findings indicated loyalty as the
level of personal affinity and involvement with asrganization,
because employees are less likely to leave thigainizations as the
age and tenure of employees incre@sent, Chonko & Wood, 1985;
Mowday et al., 1979.)Other researcher@Vathieu & Zajac, 1990)
pointed out that those employees with higher leeélsducation show
less loyalty to their organization. In additionbjoposition, marital
status, and length of service, also clearly infagenemployee
commitment(Tsui & Cheng, 1999).The degree of employee loyalty
has been connected with the extent to which cedaiployee needs
have been satisfied by the organization.

The present study tries to close a gap in thisarekearea in the
context of the State of Kuwait, by examining theeleof organizational
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loyalty of public sector employees and the intatiehships between
organizational loyalty, procedural justice, disttive justice, and
group cohesiveness. Employees in four governmeainizations were
asked how they see management practices concetingsg issues,
aiming to reach conclusions and recommend some uresasn this
regard. The argument is: procedural justice, distive justice, group
cohesiveness, personal characteristics, and omgamal loyalty are
interrelated.
Figure 1
Model of Organizational Loyalty and Related Varesl

Procedural Justice

Distributive Justice

Group Cohesiveness

X

Organiz
ational

Loyalty

v

Personal Factors
Agency
Job
Rank
Age
Education
Years of Experience
Nationality
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Research Problems:

The investigative questions for this study focused

The level of organizational loyalty by public secémployees.

The interrelationships between procedural justicgtributive justice,
and group cohesiveness and organizational loyalty.

The relationships between personal variables aganizational loyally
Study Hypotheses

The study examines the following three hypotheses:

Hypothesis 1: Procedural justice influence orgaional loyalty.
Hypothesis 2: Distributive justice influence orgeational loyalty.
Hypothesis 3: Group cohesiveness influence orgéinizal loyalty.
Hypothesis 4: Personal characteristics influengamizational loyalty.

Research setting and sample:

Data for this study was collected from a convergesample
consisted of 470 employees, from four public sedayanizations,
operating in different sectors in the State of Kitwehe government
which served as the site for the research emplpgsoaimately (8026)
staff. The sample was intended to include all eygds from all jobs
and positions. None of the employees were excldided the sample.
Table (1) displays the descriptive statistics fdir variables in the
pooled sample.

Table 1
Demographic composition of the samples
Profile of the Sample (N=470)

Variable. Frequency | Percentage
Ministry
H. Education. 109 23.2
Invest. Corp. 19 4.0
S. Ins. Corp. 61 13.0
K.O.C. 281 59.8
Job
Adm've 234 49.8
Technical 150 31.9
Advisory 18 3.8
Other 68 14.5
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Rank
Top 14 3.0
Middle 64 13.6
Supervisory 134 28.5
Other
Age
<30 203 43.2
30- <40 181 38.5
40- <50 66 14.0
50 > 20 4.3
Qualifications
Ph. D 6 1.3
MA 16 3.4
B.Sc. 243 51.7
Diploma 153 32.6
Secondary < 52 11.1
Years of Exp.
1<5years 165 35.1
5<10 111 23.6
10<14 68 14.5
15> 126 26.8
Gender.
Males 256 54.5
Females 214 45.5
Nationality
Kuwaiti 444 94.5
Non Kuwaiti. 26 5.5

The study instrument:

This study employs multiple approaches includingthbo
description and analysis of field survey data. Tdiouvarious
instruments are available for measuring organimatidoyalty, the
instrument which was used in this study was origyndeveloped by
Mowday, Porter, and Steers, which is the most widskd measure of
loyalty. This instrument appears to be respecteaibterms of reliability
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and discriminant validity. It identifies the presenof multiple factors
which include various components of organizatiologhlty, such as
identification and involvement. The presence of tirdimensional
factors would facilitate future analyses to furthduminate the
connection between these factors. It has been yidgedd in the United
States and the United Kingdom and is useful t&ematernational
comparisons.(Mowday et al, 197P The questionnaire was designed,
tested and refereedly colleagues form the college of administrative
sciences at Kuwait University, and tried out by mall sample of
respondents before the final draft was prepared. gitestionnaire was
adapted and written in Arabic in order to be uniberd by respondents.
It is composed of five main parts, one of whichludles general
information about respondents, while the other farts include
respectively organizational loyalty questions, aaral justice
guestions, distributive justice questions, and protohesiveness
guestions. Organizational loyalty (the dependentiabée), was
measured by fifteen items, six items measurediloligive justice,
three items measured procedural justice, and séeems measured
group cohesiveness. Closed questions and Likde-Biae-point scales
have been utilized in the questionnaire. Answergevggven on five-
point scales with verbal labels ‘strongly agreagree’, ‘neither agree
nor disagree’, ‘disagree’ and ‘strongly disagréldie reliability of the
scales was assessed through Cronbach's coeffialpht (Cortina,
1993).The overall internal consistency was satisfacf{alyha. = 808).
For organizational loyalty Alpha was (.78), for pedural justice(.89),
for distributive justice(.78 ), and (.86) for grouaphesiveness. The data
was coded so answers with greater numbers indicatder agreement.
The SPSS computer program was utilized for datagzsing and
analysis. This included statistical indicators sastrequencies, means,
correlations and regression analysis to examinerrglationships
between organizational loyalty, procedural justidistributive justice,
group cohesiveness, and personal characteristidswdrether such
correlations are substantial and significant.
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Data collection

As mentioned above, the survey was administered remdom
sample of (559) employees. The sample was intemoledclude all
employees from all jobs and positions. None of ¢hgployees were
excluded from the sample. Following the deletiomuoéstionnaires that
had missing data, total of (513) questionnairesewestained. The
response rate was (84) per cent which represemttvepopulation of
the study.

Measurement

The principal purpose of this research is to exanh@vels and
interrelationships of employees' organizational altyy procedural
justice, distributive justice, and group cohesivenend the influence
of personal characteristics on organizational kyyalA five-point
Likert-type scale format was used to measure engglglyanswers on a
five-point scale with verbal labels ‘strongly adgr€B), ‘agree' (4),
‘neither agree nor disagree’(3), ‘disagree’(2) &tibngly disagree(1)’
to each item. Established measurements of the blasiawere
constructed. Taking in consideration that the mmsaf3), responses
were classified as follows:

1 > than 3 is considered low.
3 > 4 is considered high.
4 -5 is considered very high.

The study analysis indicates, as shown in Tabletf@t the
mean of organizational loyalty level is (3.4109)hieh is relatively
high. Moreover, the analysis shows that the mogioomant dimension
of organizational loyalty, is the extent to whiam@oyees are ready to
exert their optimum efforts in order to achieve amgational goals,
which is a very high degree (4.5468). Similar degref other four
dimensions of organizational loyalty with means \abo(4) are:
employees' feeling that it is their duty to exéit greatest efforts for
the success of organizational goals (4.3213); nesdi to perform any
work needed by the organization (4.0489); shariith wthers the idea
of the importance of being a member working in thrganization
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(4.0064); and being concerned about the futurehef drganization
(4.0021). Other dimensions of organizational lgyalith means from
3 to 4, in a descending order are: employees' sehgeide to be
associated with the organization (3.9702); pleasoiretaking the
decision to work for the organization (3.7723); raing values with the
organization (3.6426); feeling that their work pums them with the
best available job opportunities (3.6149); and Ulnwgness to leave
the organization to work for another organizatidh0883). Other
dimensions which contribute to employees' orgararat loyalty with
means less than (3) are in a descending order:diffieulty of
understanding organizational policies regarding artgnt issues for
employees (2.9404); the extent of benefiting framtmue working for
the organization (2.5809); willingness to continwerking for the
organization even if job description changes (28}29atisfaction with
the initial decision to join the organization (298); and the strength of
organizational loyalty towards the organizatiordg§®4).

Table 2
Means and Standard Deviations of Organizational Loglty
dimensions
Organizational Loyalty Dimensions Std.

Mean | Deviation
Loyalty 1  Ready to exert maximum effort atriwo 45468 | .68873
Loyalty 8  Feel that it is a duty to exert nmaMm effort. 4.3213 76781
Loyalt_y 4_ Ready to perform any needed workHgy 40489 | 95738
organization.
Loyalt_y 2_ Talk positively with friends abotkhe 40064 | 91770
organization.
Loyaltyl3 Interested in destiny of the orgauian. 4.0021 | .94067
Loyalty 6  Feel proud being employed in theamigation 3.9702 | 1.06863
Loyalty 10 Feel happy that choose to work in tirganization.| 3.7723 | 1.14292
Loyalty 5  Have similar values to those of tnganization. 3.6426 | 1.04682
Loyalty 14 Have a better work opportunity in trganization
than 3.6149 | 1.18024

other possible work opportunities.
Loyalt_y 7_ Do not mind performing other jobstivn the 30383 | 1.30712
organization
Recherches économiques et managériales 14
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Loyalty 12  understanding organizational pebc 2.9404 | 1.22373

Loyalt_y 1_1 Benefit much from staying working fibre 25809 | 1.09313

organization.

Loyalty 9  will not leave the organization basa of changes

in work 2.4298 | 1.12652
requirements.

Loyalty 15 Took the rlght decision by choosingntork for the 21596 | 1.19971
organization.

Loyalty 3 Feel loyal towards the organization 2.0894 | 1.09296

With regard to the independent variables and opgaioinal

loyalty, the study shows as indicated in Table (Bfferent means of
procedural justice, distributive justice, and grorghesiveness have.
The means in a descending order are (4.0921) foupgcohesiveness;
(3.4109) for organizational loyalty; (3.097) foropedural justice; and

(2.6121) for distributive justice.

Table 3
Means and Standard Deviations of All Variables
Variables Mean Std. Alpha
Deviation
Organizational Loyalty 3.4109 37212 .78
Procedural justice 3.0972 .93303 .89
Distributive Justice 2.6121 1.03851 .78
Group Cohesiveness 4.0921 67760 .86

With regard to the interrelationship between vasidimensions

of group cohesiveness,

They are as shown it Téble

in an

descending order, (4.4255) for the level of cooj@na (4.2766) for
exchange of ideas; (4.1532) for mutual support1i298) for trust;
(4.0277) for integration; and (3.5319) for the lewknegative conflict

among group members.

15
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Table 4
Means and Standard Deviations of Group Cohesivenegsctors

Group Cohesiveness Factors Std.
Mean | Deviation

G. Relations 7 cooperation helps better performance 4.4255| .81156
G. Relations 3 Exchanging ldeas & suggestions with 42766 76161
colleagues.
G. Relations 4 Mutual support with colleagues. 41532 | .87243
G. Relations 2 Trust colleagues. 41298 | .89667
G. Relations 1 colleagues help in performing tasks. 41000 | .89811
G. Relations 6 Group members integrate each otbhet.w | 4.0277 | .97149
G. Relations 5 Low level of negative conflict. 3.5319| 1.14700

Regarding procedural justice, the study shows asleTéb)
indicates, that the importance of procedural gestiimensions, in a
descending order are: the scientific methodologyicwhmanagers
follow in gathering information before making decis (3.3021);
employees' freedom to express different opiniomsnfitheir bosses'
opinions regarding decisions made (3.2936); mamagaterest in
explaining the rationale for decisions they makel437); managers'
listening to subordinates' opinion before makingisiens (2.9957);
objectivity and fairness of decisions made (2.99¥guitable and
unbiased application of decisions by managers G385

Table 5
Means and Standard Deviations of Procedural Justice

Procedural Justice Factors Std.
Mean | Deviation

P.Justice 3 Decisions are taken after gatheringeakssary

information. 3.3021 1.17825

P.Justice 2 Employees express their ideas freely & they
disagree with superiors. 3.2936| 1.07450

P.Justice 4 Superiors explain their decisionsiér employees. | 3.1447| 1.16466

P. Justice5 S'uperlors listen to their subordinbé&dsre they makez9957 1.20941
decisions.

P. Jutice 1 Superiors make decisions objectivetiaithout bias| 2.9915| 1.15713
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\ P.Justice 6 Decisions are applied fairly on adpkoyees. | 2.8553\ 1.20071 |

With respect to distributive justice, the studywhas indicated
in Table (6), that employees are not satisfiedhwas much as the case
with procedural justice. The importance of disttibe justice
dimensions in a descending order are: allocatimggé benefits
(2.8213); pay (2.5723); and rewards (2.4426).

Table 6
Means and Standard Deviations of Distributive Juste Dimensions
Distributive Justice Factors Std.
Mean | Deviation
D.Justice 2 Employees get many fringe benefits. 2.8213| 1.26541
D.Justice 1 Salaries are fair in comparison witlkygerformed. | 2.5723| 1.25869
D.Justice 3 Allowances are distributed equitably. 2.4426| 1.20052

Testing Study Hypotheses

Hypothesis 1: Procedural justice influences orgational loyalty.

Hypothesis 2: Distributive justice influences orgational loyalty

Hypothesis 3: Group cohesiveness and cooperativie itations
Influence organizational ltilya

Hypothesis 4: Personal characteristics influengarmizational loyalty.

To test the first three hypotheses, the relatiggsshbf
organizational justice dimensions (procedural qesti distributive
justice), and group cohesiveness to organizaticloghlty were
explored through Pearson correlations. For the figgpothesis, the
analysis was conducted between procedural justice employees'
organizational loyalty. The study findings showtth@ost correlations
between organizational loyalty composite and theependent factors
are significant and functionally strong. As Tabl&) (indicates,
procedural justice have a low significant positie&tionship (r =.097)
with organizational loyalty at a (0.05) significankevel which supports
the hypothesis. With regard to the second hypathéke correlation
analysis indicates, that distributive justice havenoderate significant
positive relationship (r =.225) with organizatioriayalty at a (0.01)
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significance level which also supports the hypathed/ith respect to
the third hypothesis, the correlation analysis daths, that group
cohesiveness have a moderate significant posiggecaation (r=.203)
with organizational loyalty at a (0.01) significankevel which supports
the hypothesis. This indicates that proceduraligasand distributive
justice have strong positive associations with oizgtional loyalty (r =

.225; .203 ). Likewise group cohesiveness has as@ositive

association but a lower level (r =.097). All thesgsociations are
statistically significant as shown. In short, ebations between
employees' organizational loyalty and the dependemiables were
significant.

Table 7
Correlations
Means Organizatio| Procedural Distributive Group
nal Loyalty | Justice Justice| Cohesivene
SS
Organizationa| Pearson
| Loyalty Correlatio | 1 .225(**) .097(*) .203(**)
n
Sig. (2-
tailed) .000 .035 .000
N 470 470 470 470
Procedural Pearson
Justice Correlatio | .225(**) 1 513(**) .378(**)
n
Sig. (2-
tailed) .000 .000 .000
N 470 470 470 470
Distributive Pearson
Justice Correlatio | .097(*) S513(*%) 1 .090
n
Sig. (2-
tailed) .035 .000 .052
N 470 470 470 470
Group Pearson ok x
Cohesiveness| Correlatio -203(") -378(") 090 1
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n
Sig. (2-

tailed) .000 .000 .052

N 470 470 470 470

** Correlation is significant at the 0.01 levekH@iled).
*Correlation is significant at the 0.05 level (2i¢d).

To test the fourth hypothesis organizational regjogsanalysis
was used to probe the relationship between orgammed loyalty and
personal characteristics, as stepwise multipleessjons determines
which personal factors predict organizational lgyalThis method
enables one to ascertain whether personal chasticter explain
variance in organizational loyalty. The model wamsicant at (0.000)
level (R*=0. 052). The beta coefficients for personal fatere as
shown in Table (8) as follows: agency (.181) (t58.,3<0.001); Job (-
136) t= -2.914,p<.004); Rank (.014) (t=.250p<.803); age (.174)
(t=2.331,p< .020); Education (-.004) (t=-.07p<.939); Experience (-
220) (t=-2.921,p<.004); Gender (.010) (t=.188,p< .851); and
nationality (.003), (t= .0679<.947). Thus, the fourth hypothesis found
only partial support from the data, where agency age affect
organizational loyalty in a positive way, as regres coefficients were
(.181), (.174) at (.001) and (.020) significanceels respectively. In
contrast, the study shows that job and experieffeetabrganizational
loyalty in a negative way (-.136), (.220) at (.004)gnificance levels
respectively. But data shows no effect of othespeal factors (rank,
education, gender, and nationality).

Model Summary
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Adjusted R Std. Error of
Model R R Square Square the Estimate
1 227(a) .052 .035 .36554

a Predictors: (Constant), Nationality, Job, RaBKucation,
Agency, Age, Gender, Experience

Table 8
Results of Regression Analysis Coefficients(a)
Independent Variable | Regression Coefficient t

(B) Sig.
Agency 181 3.356 .001
Job -.136 -2.914 .004
Rank .014 .250 .803
Age 174 2.331 .020
Education -.004 -.077 .939
Experience -.220 -2.921 .004
Gender .010 .188 .851
Nationality .003 .067 .947

a Dependent Variable: MORGLOYALTY

Discussion and conclusions:

The study was designed to determine the level gdrazational
loyalty; the relationship between organizationalalty and procedural
justice; the relationship between organizationghlty and distributive
justice; and the relationship between organizatiémgalty and group
cohesiveness. The results of the study show tlysn@zational loyalty
of public sector employees is at a high le(@#109). It was expected
by the researchers to be higher because of the@endenefits the
government provides for employees. It seems thapl®mees are
psychologically associated to their organizationecause the means
for psychological aspects of loyalty, as Table i(®)icates, were (4)
points or above, while organizational loyalty diragms which refer to
lack of career development efforts, difficulty ofnderstanding
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organizational policies regarding employees, thgatiee effect of
reorganization have means lower than (3). Thislresters to where
efforts have to be exerted by organizations torawp these aspects.

With regard to independent variables, Table (3)caigs, that
group cohesiveness is the highest (4.0921), windegalural justice and
distributive justice respectively are in second #ndl orders, (3.0972),
(3.0972). Regarding group cohesiveness, the lolggst of employee
satisfaction (3.5319), as Table (4) indicates,tesldo group conflict
which needs some efforts to minimize level of cahflOther aspects
of group relations are high (4 or more ), might doglained by the
strong social relations in a tribal society whiclphasize social
relationships. As far as procedural justice is eoned, the study
reveals, as Table (5) indicates, the least aspietsemployees are not
satisfied with, from lower to higher satisfactiore:abias in applying
decisions (2.8553); subjective way of decision mgki(2.9915);
listening to employee by managers before decisiakimg (2.9957);
explaining decisions by superiors to employees4@r). This denotes
to necessary efforts which have to be made by idecisiakers to
improve these areas of complaints. This means tmaternment
organizations have to exert much efforts to lodk idecision making
procedures, to ensure that they are more equitAblér as distributive
justice aspects is concerneghich employees show the least general
satisfaction with (2.6121) are from the high to lavels: distribution
of allowances (2.4426); fair pay (2.5723); and rdisting fringe
benefits (2.8213), as shown in Table (6)

With respect to the influence of personal factars
organizational loyalty, study results indicate tlsmme and not all
personal variables influence organizational loyaBpecifically, the
study findings shows that agency and age are abeckl to
organizational loyalty in a positive way, whereab jand experience
correlate to organizational loyalty in a negativaywand that rank,
education, gender, and nationality do not relateotganizational
loyalty. One suggested explanation for the infleen€ age might be,
that there are very few employment options avadlaiol older staff
(Mowday et. al, 198R and therefore they realize that leaving their
organizations may cost them more than stayingPiarasuraman &
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Nachman, 198}. The relationship of type of organization might be
explained by the differences in the organizatianslisd in their work
conditions, degree of autonomy, pay scales, anddrbenefits. This id
due to the fact that public corporations enjoy dretork conditions
that ministries. Likewise, the study findings thab and experience
correlate with organizational loyalty in a negativeay might be
explained by the fact that job security and moraryeof experience
might  limit employees' options to move from onevgmment
organization to another which therefore affect rthesense of
organizational loyalty. The study findings that kareducation, and
gender do not relate to organizational loyalty rigé explained by the
availability of the same work conditions for all\gsnment employees
which leave no difference in employees' loyaltykewise, the lack of
influence of rank on loyalty might be explained the traditional
promotion procedures which depend only on senigather than on
performance. The irrelevance of Gender to orgaiozal loyalty might
be explained that men are women share the impa&ttmey give to
procedural justice, distributive justice, and grozghesiveness. With
regard to the lack of influence of nationality aydlty as the study
shows, this might be explained by the fact that wAst majority of
government employees (94.5%) as Table (1) shows Kareaiti
citizens.

The results of this study support research restitat
organizational loyalty or citizenship behavior gefserational through
the perceived justice of processes and interadtmasmdura ,1 999)
The theoretical reasons behind equity the@igams, 196% and
exchange theoryBlau, 1964 do combine to predict organizational
loyalty, though earlier studies have assessednipact of these two
aspects and have found support for each occurmagpendently.
These results have implications for organizatidoghlty enhancement
interventions. Focusing on enhancement of procédume distributive
dimensions, and group cohesiveness is more likelyimprove
organizational loyalty. In general, enhancing weelated interactions
through guiding, coaching or delegati(Bauer and Green, 199%can
result in higher-level organizational loyalty. Leaship training and
development programs, focusing on these aspectstarfaction, are
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likely to improve leadership effectiveness and unntorganizational
loyalty.

The results provide support for the interrelatiopstspecified
in the model, and indicate that procedural and gutacal justice, group
cohesiveness, personal characteristics and orgmmah loyalty are
interrelated. As noted in the above discussioniettage a number of
results which are context specific, but the resphsvide a basis for
future research. The implications for these resanésthat public sector
organizations need to enhance procedural justistriitive justice,
and group cohesiveness because they are relatedgtmizational
loyalty which is very important for organizationpérformance. The
role of these organizations is to reinforce orgatonal loyalty
through the alignment of incentive and reward systeand healthy
work environment. Besides that, part of the “emablprocess” is to
encourage employee interaction beyond the traditiciunctional
boundaries of the organization, thereby creatirigrival relationships
that add value to their jobs.

Limitations and future research

Though the study provides useful insights into the studied
relationship, the results may be viewed in the tligh possible
limitations. Since all the data was cross-secti@mal was collected at
the same point of time, the causality can only bsumed but not
confirmed. Inclusion of longitudinal studies andhers ratings of
organizational loyalty, organizational justice dmsens, and group
cohesiveness, could provide support for curremdifigs. Moreover, all
the data collected through self-reports is likeby lte influenced by
social desirability response bias. Although thisskgannot be ruled out,
some researches have shown that social desirabigty not be a
source of bias in measuring organizational peroaep{iMoorman and
Podsakoff, 1992 Spector, 1987).

Recommendations:
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It should be noted that organizational loyalty is special
importance in the State of Kuwait, as monetary araderial benefits
are available for government employees in contvadt most other
countries where unsatisfactory salaries is thetnmegortant obstacle
which affect organizational loyalty. In other woydsrganizational
loyalty might be the determinant factor for orgatianal performance
in the State of Kuwait. Therefore, in view of theidy results, some
measures should be taken by government organizafiororder to
increase the level of organizational loyalty fr¢84109) to a higher
level, which can contribute to better organizatlogféectiveness. Such
measures should focus on distributive justice dsrers as the study
reveals that it is the lowest level (2.6121) in @amson with
procedural justice, and group cohesiveness. Gowarhrganizations
should exert great efforts on specific objectiveandards for
distributing allowances (bonuses), and fringe bé&nefMoreover,
efforts should be exerted towards determining edpleét pay for the
work performed by employees. This can be done tiraaviewing job
descriptions and making sure that they match wayl gcales. With
regard to procedural justice, government orgaromatishould improve
communication and listening skills of superiors antiordinates which
can improve organizational climate and the quaditydecisions. This
goal can be achieved through designing traininggqamms in these
areas. Besides that, attention should be givede®gning training
programs in conflict management because thoughsthdy reveals
satisfactory group cohesiveness, it indicates megaonflicts among
group as well. Moreover, longitudinal studies artiecs ratings of
organizational loyalty, organizational justice dmsens, and group
cohesiveness, should be conducted on regular bes@ise they could
provide support for current findings.

References:

Recherches économiques et managériales 24



The Interrelationships of Organizational loyalty, @anizational Justice, and
Group Cohesiveness of Public Sector Employees' uwit

Adams, JS 1965, ‘Inequity in social exchange’, iBé&rkowitz (ed.),
Advances in Experimental Social Psycholqgyl. 2, Academia Press,
New York, pp. 267-296.

Bauer, T.N., Green, S.G. (1996), "Development aidéF-member
exchange: a longitudinal tesRcademy of Management JournaVvol.
39 pp.1538-67.

Bhal, Kanika T. " LMX-citizenship behavior relatisiip: justice as a
mediator" Leadership & Organization Development Journa)
Volume 27 Number 2 2006 pp. 106-117).

Blau, Peter Exchange and Power in Social Life. New York: Wiley,
1964, pp. 88-97.

Boxx, W. Randy & Odom, Randall Y. (1991), “Orgartinaal values

and value
congruency and their impact on satisfaction, commart, and
cohesion: An empirical

examination within the public sectoPublic Personnel Management
Vol. 20, No. 2, pp. 195-205.

Brockner, J. (2002) Making sense of proceduralnéss: How high
procedural fairness can reduce or heighten theenfie of outcome
favorability. Academy of Management Review27, 58-76.

Buttram,Robert T. Robert Folger, and B.H. Sheppdtduity, Equality
and Need: Three Faces of Social Justice,Canflict, Cooperation,
and Justice: Essays Inspired by the Work of Mort@eutsch eds.
B.B. Bunker and Morton Deutsch (San Francisco: ee8ass Inc.
Publishers, 1995), 272.

Colquitt, JA, Conlon, DE, Wesson, MJ, Porter, CO&H\g, KY 2001,
‘Justice at the millennium: A meta-analytic revieat 25 years of
organizational justice researcilyournal of Applied Psychology86,
425-445,

N°5 — Juin 2009

25



Ph.D Mohammad Qasem Ahmad Al-Qarioti & Ph.D . Hamed 8irhan Freih

Cordery, J.L., Sevastos, P., Mueller, W., Parke(1993), "Correlates
of employee attitudes towards functional flexilyilit Human
Relations Vol. 46 No.6, pp.705-23.

Cortina, J.M. (1993), "What is coefficient alpha®? examination of
theory and applications"Journal of Applied PsychologyVol. 78
No.1, pp.98-104.

Coyle-Shapiro, J.A.-M., Kessler, 1., Purcell, J.0@3), "Exploring
organizationally directed citizenship behavior: ipeacity or its my
job?",Journal of Management Studies/ol. 41 pp.85-106.

Deutsch, M 1975, ‘Equity, equality, and need: Wiettermines which
value will be used as the basis of distributivetige®’, Journal of
Social Issues31, 137-50.

Deutsch, Morton "Justice and Conflict," Tine Handbook of Conflict
Resolution: Theory and Practiceed. M. Deutsch and P.T. Coleman
(San Francisco: Jossey-Bass Inc. Publishers, 2880),

Dienesch, R.D., Liden, R.C. (1986), "Leader-memiarhange model
of leadership: a critique and further developmemtademy of
Management Revieywol. 11 pp.618-34.

Eisenberger, R, Ameli, S, Rexwinkel, B, Lynch, PDR&hoades, L
2001, ‘Reciprocation of perceived organizationgdart’, Journal of
Applied Psychology86, 42-51.

Eisenberger, R, Fasolo, P & Davis-LaMastro, V 19%krceived
organizational support and employee diligence, cament and
innovation’,Journal of Applied Psychology75, 51-59.

Eisenberger, R, Huntington, R, Hutchison, S & Sov, 1986,
‘Perceived organizational suppordournal of Applied Psychology71,
500-507.

Recherches économiques et managériales 26



The Interrelationships of Organizational loyalty, @anizational Justice, and
Group Cohesiveness of Public Sector Employees' uwit

Fischer, R. (2006)'Rewarding employee: an Organizational Justice
approach", International Journal of Organizational Behavior
Volume 8 (3), 486-503

Fischer, R & Smith, PB 2004, ‘Values and organaai justice:
Performance and seniority-based allocation criteima UK and
Germany’, Journal of Cross-Cultural Psychology

Fischer, R 2004, ‘Standardization to Account forogs+Cultural

Response Bias: A Classification of Score Adjustniéricedures and
Review of Research ihCCP’, Journal of Cross-Cultural Psychology

35, 263-282.

Fischer, R. (2004). Organizational reward allogatoinciples: Testing
organizational and cross-cultural differendesernational Journal for
Intercultural Relations 28, 151-164.

Gilliland, S.W. (1994) Effects of procedural andtdbutive justice on
reactions to a selection systedaurnal of Applied Psychology 79,
691-701.

Gilliland, SW 1993, ‘The perceived fairness of séfen systems: An
organizational justice perspectiv&8cademy of Management Review
18, 694-734.

Greenberg, J 1990, ‘Organizational Justice: Yesatgrdoday and
tomorrow’, Journal of Management16, 399-432.

Hunt, S. D., Chonko, L. B. & Wood, V. R. (1985), ranizational
commitment and
marketing”,Journal of Marketing, Vol. 49, pp. 112-126.

Jones, FF, Scarpello, V & Bergmann, T 1999. ‘Paycedures-what
makes them fair?’ Journal of Occupational andOrganizational
Psychology72, 129-145.

N°5 — Juin 2009

27



Ph.D Mohammad Qasem Ahmad Al-Qarioti & Ph.D . Hamed 8irhan Freih

Kono, Toyohiro & Clegg, Stewart R. (1998Jransformations of
Corporate Culture:
Experience of Japanese Enterprise¥/alter de Gruyter, Berlin, New
York.

Krishnan, V. (2004), "Impact of transformationaladership on
followers' influence strategies",Leadership & Organization
Development JournalVol. 25 pp.58-72.

Kumar, N., Scheer, LK., EM Steenkamp, J.-B., ()9%owerful
Suppliers, Vulnerable Resellers and the EffectsSpplier Fairness:
A Cross-National Study Institute for the Study of Business
Markets, The Pennsylvania State University, UniversitykPar

Kuruvilla, S., Iverson, R.D. (1993), "A confirmayofactor analysis of
union commitment in Australiadournal of Industrial Relations Vol.
35 No.3, pp.436-52.

Lind, E.A. (2001) Fairness heuristic theory: Justijdgments as
pivotal cognitions in organizational relations. Jn Greenberg and R.
Cropanzano (eds)dvances in Organizational Justice pp. 56+88.

Stanford, CA: Stanford

University Press.

Mathieu, J.E., Zajac, D.M. (1990), "A review andtazanalysis of the
antecedents, correlates and consequences of caagand
commitment”,Psychological Bulletin Vol. 108 No.2, pp.171-94.

Mathieu, JE & Zajac, DM 1990, ‘A review and metaabsis of the
antecedents, correlates and consequences of Cagand
Commitment’,Psychological Bulletin 108, 171-194.

McFarlin, DB & Sweeney, PD 1992, ‘Distributive argtocedural
Justice as predictors of satisfaction with persaral organizational
outcomes’ Academy of Management JournaB5, 626-637.

Recherches économiques et managériales 28



The Interrelationships of Organizational loyalty, @anizational Justice, and
Group Cohesiveness of Public Sector Employees' uwit

Meyer, JP 1997, ‘Organizational commitment’, in Clooper & IT
Robertson (eds.), International Review of Industrial and
Organizational Psychology12, John Wiley & Sons, pp. 175-228.

Moorman, R.H., Podsakoff, P.M. (1992), "A meta-gtialreview and
empirical test of the potential confounding effeatssocial desirability
response sets in organizational behavior researdbUrnal of

Occupational and Organizational Psychologyol. 65 pp.131-49.

Morgan, R.M., Hunt, S.D. (1994), "The commitmenistr theory of
relationship marketing“Journal of Marketing, Vol. 58 No.3, pp.20-
38.

Mowday, R. T., Steers, R. M. & Porter, L. W. (1979)The
measurement of
organizational commitment’Journal of Vocational Behavioy Vol.
14, pp. 224-247.

Mowday, R.T., Porter, LW., Steers, R.M. (198Zrmployee-
Organization Linkages: The Psychology of Commitment
Absenteeism and TurnoveAcademic Press, New York, NY., .

Nijhof, W. J., de Jong, M. J. & Beukhof, G. (1998Employee
commitment in changing organizations: an explordgtiaJournal of
European Industrial Training, Vol. 22, No. 6,
pp. 243-248.

Organ, D.W. (1988)Qrganizational Citizenship Behavior: The Good
Soldier SyndromgLexington Books, Lexington, MA, .

Parasuraman, S. & Nachman, S. (1987), “Correlatesganizational
and professional commitmeniGroup and Organization Studies/ol.
12, pp. 287-303.

Price, J.L., Mueller, C.W. (1986)Absenteeism and Turnover of
Hospital EmployeesVol. 5.

N°5 — Juin 2009

29



Ph.D Mohammad Qasem Ahmad Al-Qarioti & Ph.D . Hamed 8irhan Freih

Rosenholtz, S. J. (1989)Teachers’ workplace White Plains,
Longman, New York.

Rousseau, D.M., Hui, C., Lee, C. (2002), "Orgamixatversus
relationships irChina: are organizational influences distinguishale
from personal relations with one’s manager?"

Ryan, A.M. and Ployhart, R.E. (2000) Applicants'rgeptions of
selection procedures and decisions: A criticaleevand agenda for the
future. Journal of Management, 26, 565-606.

Scandura, T. (1999), "Rethinking leader-member amgh: an
organizational justice perspectivel.leadership Quarterly Vol. 10
No.1, pp.25-41.

Schaubroeck, J, May, DR & Brown, FW 1994, ‘Procatljustice
explanations and employee reactions to economidshgr: A field
experiment’ Journal of Applied Psychology79, 455-460.

Schein, EH 1990, Organizational cultur@merican Psychologist, 45,
109-119.

Shaw, J., Delery, J., Jenkins, G. and Gupta, N.9§L9'An
organization-level analysis of voluntary and invdghary turnover’,
Academy of Management RevieWol 41 No 5, pp. 511-525.

Spector, P.E. (1987), "Method variance as an attifa self reported
affect and perceptions at work: myth or significanbblem”,Journal
of Applied Psychologyol. 72 pp.438-43.

Sweeney, PD & McFarlin, DB 1993, ‘Workers’ evalaati of the
“‘ends” and the “means”: An examination of the madaf distributive
justice and procedural justiceQrganizational Behavior and Human
Decision Processe$5, 23-40.

Tsui, Kwok Tung & Cheng, Yin Cheong (1999), “School
organizational health and

Recherches économiques et managériales 30



The Interrelationships of Organizational loyalty, @anizational Justice, and
Group Cohesiveness of Public Sector Employees' uwit

teacher commitment: A contingency study with mldtiel analysis”,
Educational
Research & EvaluationVol. 5, No. 3, pp. 249-268.

Tyler, TR & Blader, SL 2003, ‘The group engagemeanbdel:
Procedural justice, social identity and cooperativehavior’,
Personality and Social Psychology Reviety349-361.

Tyler, TR & Lind, EA 1992, ‘A relational model ofughority in
groups’, in MP Zanna (ed.)Advances in Experimental Social
Psychologyvol. 25, Academia Press, San Diego, CA, 115-191.

Tyler, Tom R. and Maura A. Belliveau, "Tradeoffs ijustice
Principles: Definitions of Fairness," i€onflict, Cooperation, and
Justice: Essays Inspired by the Work of Morton Deah, eds. B.B.
Bunker and Morton Deutsch (San Francisco: Josseg-Bhc.
Publishers, 1995), 297.

Van Dierendonck, D., Le Blanc, P.M., Van Breukel&M, (2002),
"Supervisory behavior, reciprocity and subordinabsenteeism”,
Leadership & Organization Development Journalol. 23 pp.84-92.

Van Vugt, M & Hart, CM. 2004, ‘Social identity a®a@al glue: The
origins of group loyalty’, Journal of Personality and Social
Psychology86, 585-598.

Williams, S., Pitre, R., Zainuba, M. (2002), "Jastiand organizational
citizenship behavior intentions: fair rewards vsir ftreatments”,
Journal of Social Psychologyol. 142 pp.33-45.

Xin, Ma and MacMillan, Robert B. (1999), “Influerc®f workplace
conditions on
teachers’ job satisfactionJournal of Educational ResearchVol. 93,
No. 1, pp.39-48.

Yousef, Darwish A. (2000), “commitment:. a mediatof the
relationships of leadership behavior with job datgson and

N°5 — Juin 2009
31



Ph.D Mohammad Qasem Ahmad Al-Qarioti & Ph.D . Hamed 8irhan Freih

performance in a
non-western country”’Journal of Managerial PsychologyVol. 15,
No. 1, pp. 6-24.

Zellers, K.L., Tepper, B.L., Giacalone, R.A., Loekh D., Jurkeiwicz,
C.L. (2003), "Justice and organizational citizepshinteractive effect
of impression management motivesAcademy of Management
Proceedings pp.1-9.

Zickar, MJ, Gibby, RE & Jenny, T 2004, ‘Job attiésdof workers with
two jobs’, Journal of Vocational Behavior,vol. 64, no.1, February.,
pp.222-235.

Recherches économiques et managériales 32



