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The interrelationships of organizational loyalty,
organizational justice, and group cohesiveness of public

sector employees’ in Kuwait

The main objective of this survey research is to examine the
interrelationships  of procedural justice, organizational justice
cohesiveness, personal characteristics and organizational loyalty. The
study reports responses of (470) government employees from four
government organizations from various sectors in the State of Kuwait.
Four hypotheses were tested and validated by the data. Results show
that procedural justice have a low positive significant relationship with
organizational loyalty (r=.097) at a (0.05) significance level, in
comparison with distributive justice which has a moderate significant
positive relationship (r=.225) at a (0.01) level with organizational loyalty,
and group cohesiveness which have a moderate significant positive
association (r=.203) at a (0.01) significance level with organizational
loyalty. But with regard to the relationship of personal characteristics
and organizational loyalty, the data provided only partial support. The
study results show that agency and age affect organizational loyalty in a
positive way, as regression coefficients were (.181), (.174) at (.001) and
(.020) significance levels respectively, while job and experience affect
organizational loyalty in a negative way (-.136), (.220) at (.004)
significance levels respectively. But data shows no effect of rank,
education, gender, and nationality on organizational loyalty. The
limitations of common method bias and cross sectional data are
discussed in light of implications for future research.
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Résumé

L'objectif de cette recherche qui a inclut des employés de quatre
differentes organisations gouvernementales issues de plusieurs
secteurs dans 'Etat du Koweit (échantillon de 470) est d’examiner la
corrélation du cohesivenes autant que variable subordonnées avec 3
variables indépendants; ces derniéres ont inclut la loyauté
d’organisation (justice de procédure et la justice distributive) ainsi que
les relation de coopération et harmonisation entre les employés d’un
c6té et leur relation avec leur supérieur d’un autre, les caractéristiques
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du personnel en rapport avec agence de travail, catégorie d’emploi,
age, niveau, expériences, genre et nationalité, un questionnaire était
établi, et 4 hypothéses ont été veérifiées et validées par les données.

Les résultats montrent I'existence de rapports a un niveau de
signification de cohesivenes avec la justice de procédure, justice
distributive, relations de travail, aussi rapport positif a un niveau de
signification de cohesivenes avec agence de travail, age et existence
de rapport négative a un niveau de signification de cohesivenes avec la
profession et avec I'expérience. Mais aucun effet de rang, éducation,
genre, et nationalité sur loyauté d'organisation. Les limitations de parti
pris de la méthode commun et croix que les données d'un groupe sont
discutées a la lumiére d'implications pour future recherche.

Mot clés :

Loyauté d'organisation, justice de procédure, justice distributive,
groupe, cohesiveness, Koweit
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INTRODUCTION

It is often argued that it is extremely important for organizations to provide
a healthy work environment, in order to attract and retain qualified, highly
committed, and loyal workforce, because committed and loyal employees
reinforce employees' motivation to act in the best interest of organizations
they work for. From this perspective, research on this topic has attracted
much attention of researchers and practitioners. An important component
of work environment is maintaining organizational justice, and group
cooperation and cohesiveness which can create positive perceptions and
attitudes about the organization. Therefore, if loyal and committed
employees are to be retained, these concerns should be explicit in the
formal reward allocation process. Henceforth, it would be interesting to
investigate whether government employees in the State of Kuwait
perceive that their organizations actually reward loyalty, and to examine
the relationship between organizational loyalty and perceived procedural
justice, distributive justice, and group cohesiveness. Researching this
topic in Kuwait is of prime importance, where public sector employees
enjoy high salaries and benefits, in contrast with employees in most
countries. This makes other non monetary incentives more important
vehicles which public organizations should work focus on in order to
enhance employees' organizational loyalty and thereby their performance.
To the best of researchers' knowledge, no research yet has investigated
this issue in the Kuwaiti public service.

Study Variables

In order to provide a frame of reference, definitions of the main variables
are presented.

Corporate Culture

The expression of collective employees' attitudes and shared values
which enables them to believe in the organization’s values and goals, and
to want to keep working for that organization. (Kono & Clegg, 1998).

Organizational loyalty
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The employee’s adoption of the values, attitudes and beliefs of the
organization, and his willingness to exert additional effort to achieve the
goals of the organization. (Kuruvilla and verson, 1993).

Distributive justice

The fairness of the treatment of employees (Kumar et al., 1993). The
concern is with the employee’s perception of the equitable distribution of
rewards, given the employee’s education, responsibi-lities, effort and
experience (Price and Mueller, 1986). Distributive justice deals with the
outcomes of decisions, relates to criteria have been used by
organizations when making decisions, involves setting down rules that
everyone should follow in decision making, and following certain rules of
allocation which can lead to fair distribution of benefits. (Greenberg
1990).

Procedural justice

The fairness of procedures used to decide outcome distributions and how
they are enacted. It is concerned with making and implementing decisions
according to fair processes.

Group cohesiveness

High quality of interaction among work members which is characterized
with cooperative relationship that goes beyond the formal organizational
requirements contract. (Bhal, 2006:106-117).

Personal Variables : Agency, job, rank, age, educational qualifications,
Experience, gender, and nationality.

Literature Review

This study focuses on organizational loyalty which is an aspect of
organizational culture. Organizations interested in keeping a loyal and
committed workforce should communicate and practice positive policies
in this regard to employees, in order to enhance levels of their loyalty and
commitment. This can lead to organizational citizenship behavior (Coyle-
Shapiro, et. Al, 2003; Wiliams & Zainuba, 2002; Zellers et.al, 2003), a
concept which refers to those organizationally beneficial acts that are
rooted neither in the formal roles nor in any contract of compensation. It
refers to discretionary and voluntary behavior (Organ, 1988).
Understanding the determining conditions, situations and motives that
lead to such behaviors, is likely to yield an insight into when and how
these acts occur. Rewarding loyalty has a strong symbolic message as it
indicates that an organization is concerned with the well-being of
employees who are loyal and committed. (Rousseau & Hui, 2002).

Organizational loyalty refers to the employee’s adoption of the values,
attitudes and beliefs of the organization and his willingness to exert
additional effort to achieve the goals of the organization. (Kuruvilla and
lverson, 1993). From a functional perspective, Human Resource
Management (HRM) practices are considered the main tools for
maintaining and increasing work motivation and loyalty (Erez & Earley
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1993). Organizations have great discretion about the specific aspects
they can consider and reward when making positive decisions about pay
raises or promotions, or negative decisions such as demotions or
dismissal (Gilliland, 1994). As Meyer points out, HRM policies and
practices are likely to have an impact on organizational loyalty (Meyer,
1997). Dimensions of organizational loyalty consist among many
dimensions of an employee’s belief in the organization, willingness to
work hard for it, and the desire to continue to work for it (Mowday, Steers
& Porter, 1982). Generally, higher or lower levels of loyalty have been
shown to be a major driver of employees staying with or leaving an
organization (Shaw et al., 1998). It is a common belief that levels of
organizational loyalty vary across groups, organizations, and countries
and can influence the organizational outcomes. The objective of this study
is to examine interrelationships between organizational loyalty (dependent
variable) and procedural justice; distributive justice; group cohesiveness;
and personal characteristics (independent variables). Such analysis can
shed light on efforts of government organizations in Kuwait in this regard.
Moreover, this analysis can help in recommending the nature of changes
that government organizations can make in order to increase and
maintain loyalty of their employees. This effort is very important, because
efficiency and effectiveness are expected outcomes of loyal employees.

Organizational loyalty has been investigated in many empirical studies
and is currently facing huge challenges from the unprecedented impact of
external factors. Such importance stems from its impact as a key
mediating variable in determining organizational outcomes (Lind, 2001;
Morgan and Hunt, 1994). Various research endeavors have dealt with
organizational loyalty as a system level outcome. The assumption is that if
individuals perceive a decision as being fair, they are more likely to
reciprocate with higher commitment, greater job satisfaction, and engage
in extra-role behavior. Research on perceived organizational support
demonstrates that an organization's commitment to employees is
important for maintaining higher levels of commitment. On the other hand,
increases in material and symbolic rewards that show a positive
evaluation of the employee attributable to deliberate and voluntary
decisions by the organization, are likely to increase perceived support.
Supporting individuals who are loyal and committed can strengthen the
bond between the organization and employees and indicates that an
organization is concerned with the well-being of employees who are loyal
and committed. Thus, the better cultural values fit employees’ beliefs and
values, the greater the achievement (Boxx & Odom, 1991; Eisenberger,
Huntington, Hutchison & Sowa 1986; Eisenberger, Fasolo & Dauvis-
LaMastro 1990; Eisenberger, Armeli, Rexwinkel, Lynch & Rhoades
2001).

A path analysis study by McFarlin and Sweeney indicated that the two-
factor model provided the most parsimonious explanation for the effects
of justice on work outcomes. (McFarlin and Sweeney, 1993). Moreover, a
meta-analysis of 183 empirical studies found further support for this
model (Colquitt et al. 2001). Another study by Fischer relates procedural
justice to the level of organizational loyalty, and distributive justice to job
satisfaction levels. (Fischer, 2006). With regard to justice research on
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HRM practices, it has primarily focused on allocation criteria such as
equity or fairness. The important question is whether employees perceive
such decisions as fair and whether organizations show concern for them
as individuals (Tyler & Lind 1992; Colquitt, Conlon, Wesson, Porter & Ng
2001; Deutsch 1975; Fischer & Smith 2003). Equity is supposed to be
the most relevant criterion for organizations (Adams 1965; Fischer &
Smith 2004). Various studies have shown that reward allocation
procedures and HRM practices are evaluated in terms of justice (Tyler &
Blader 2003; (Gilliland 1993; Jones, Scarpello & Bergmann 1999; Ryan &
Ployhart 2000). Research indicates that people are likely to retain positive
attitudes towards their organization when the procedures determining the
decision were fair, even when the decision itself resulted in an
unfavorable outcome (Lind, 2001;McFarlin & Sweeney 1992;
Schaubroeck, May & Brown 1994; Sweeney & McFarlin 1993). Previous
arguments in the literature indicate that organizations might consider
loyalty and the implication is that rewarding loyalty would strengthen
commitment.

Two dimensions of organizational justice which reinforce employees'
organizational loyalty are their perceptions of justice are distinguished in
this regard. The first dimension is distributive justice which relates to
outcome satisfaction and the fairness of its distributions, and the
evaluation of some final decision concerning somebody personally.
(Brockner 2002; McFarlin & Sweeney 1992; Sweeney & McFarlin 1993;
Meyer 1997). It deals with the outcomes of decisions and relates to
criteria have been used by organizations when making decisions, and
involves setting down rules that everyone should follow in acquiring and
transferring goods, and following certain rules of allocation which can lead
to fair distribution of benefits. (Greenberg 1990). It is a measure of the
faimess of the treatment of employees (Kumar et al, 1993). It is
concerned with the employee’s perception of the equitable distribution of
rewards, given the employee’s education, responsibilities, effort and
experience (Price and Mueller, 1986). Some research showed that
managerial support and distributive justice are positively linked to high
organizational loyalty and reported a relationship between distributive
justice and acceptance of organizational change. (Mathieu and Zajac,
1990; Price and Mueller, 1986; while Cordery et al. 1993). The second
dimension is procedural justice, which focuses on the fairness of
procedures used to decide outcome distributions and how they are
enacted. It is concerned with making and implementing decisions
according to fair processes. This is important as group members often
compare the ratio of their contributions and inducements with other
members of the group through a process of social comparison. Hence
justice becomes a significant aspect of a differentiated work group and
needs to be explored. Employees feel affirmed if the procedures that are
adopted treat them with respect and dignity, making it easier to accept
even outcomes they do not like (Deutsch, 2000). Some of the factors that
enhance procedural justice are consistency, impartiality, transparency and
fair representation. Consistency means treating similar cases alike
(Buttram, et. al. 1995). Impartiality means that procedures must be
objective, unbiased, and neutral to reach fair and accurate conclusions.
Representation guarantees that those who are directly affected by the
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decisions, have a voice in the decision making process, which affirms the
status of group members and inspires trust in the system. Transparency
means that processes that are implemented should be easily detected,
free of deceit, and can be reached through open procedures, without
secrecy or deception. The importance of procedural justice stems from its
influence in inspiring feelings of employees' loyalty, legitimizing the
authority of leaders, and helping in ensuring voluntary compliance with the
rules (Tyler, et.al. 1995).

The concept of group cooperation and cohesiveness refers to friendly and
supportive relationships between employees, and between employees
and their bosses (Van Vugt & Hart, 2004). In general, enhancing work
related interaction through guiding, coaching, or delegation can result in
more organizational loyalty. The quality of interaction has been shown to
predict subordinate outcomes like use of upward influence tactics
(Krishnan, 2004) and absenteeism (Van Dierendonck et al., 2002)
amongst other affective outcomes like satisfaction and loyalty. Some
researchers discussed the role of equity perceptions and exchanges and
show that one way in which subordinates can reciprocate these
relationships is by either enlarging or limiting their roles so that they either
follow only the contract or extend their behaviors beyond normal role
requirements (i.e. engage in citizenship behaviors). (Dansereau et al.,
1994). Other research has showed that loyalty is strongly correlated with
good personal relations with colleagues (Nijhof et al., 1998). In particular,
the culture of peers’ work relations has a significant influence on loyalty.
(Fischer, R 2004; Xin & MacMillan, 1999; Rosenholtz, 1989).
Researchers who investigated loyalty in a non-western context, pointed
out that culture moderates the relationship between leadership behavior
and job satisfaction, and loyalty (Fischer, 2004;Yousef, 2000). It is worth
noting in this regard that Kuwait is a traditional tribal society, where family
ties influence work relations to a great extent. There is no clear cut
separation between formal and informal relations from the bureaucratic
perspective (Weber, 1947), as the case in more developed societies.
Such an influence of tribal relations will be revealed. In his description of
tribalism in the Kuwaiti society, Professor Khaldon Al-Nageeb states that
social tribalism in Kuwait has been changed to political tribalism which
influenced negatively the administrative system at the expense of
organizational loyalty. (Al-Nageeb, 1996).

Regarding the effect of personal variables on organizational loyalty,
research findings indicated loyalty as the level of personal affinity and
involvement with an organization, because employees are less likely to
leave their organizations as the age and tenure of employees increase
(Hunt, Chonko & Wood, 1985; Mowday et al., 1979). Other researchers
(Mathieu & Zajac, 1990) pointed out that those employees with higher
levels of education show less loyalty to their organization. In addition, job,
position, marital status, and length of service, also clearly influence
employee commitment (Tsui & Cheng, 1999). The degree of employee
loyalty has been connected with the extent to which certain employee
needs have been satisfied by the organization.
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The present study tries to close a gap in this research area in the context
of the State of Kuwait by examining the level of organizational loyalty of
public sector employees and the interrelationships between
organizational loyalty, procedural justice, distributive justice, and group
cohesiveness. Employees in four government organizations were asked
how they see management practices concerning these issues, aiming to
reach conclusions and recommend some measures in this regard. The
argument is: procedural justice, distributive justice, group cohesiveness,
personal characteristics, and organizational loyalty are interrelated.

Procedural Instice

Distributive Tustice \
Group Cohestveness Organizational

Loyalty

Personal Fartors
Lizeney

Joh

Rank

hge

Eduration

Vears of Experience
Mationality

Research Problems
* The investigative questions for this study focused on:
* The level of organizational loyalty by public sector employees.

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

* The relationships between personal variables and organizational loyally
Study Hypotheses

The study examines the following four hypotheses :

* Hypothesis 1 :

Procedural justice influence organizational loyalty to a great extent.

* Hypothesis 2 :

Distributive justice influence organizational loyalty to a great extent.

* Hypothesis 3 :

Group cohesiveness influence organizational loyalty to a great extent.
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* Hypothesis 4 :

Personal characteristics influence organizational loyalty to a great extent.

Research setting and sample

Data for this study was collected from a convenience sample consisted of
470 employees, from four public sector organizations, operating in
different sectors in the State of Kuwait. The government which served as
the site for the research employs approximately (8026) staff. The sample
was intended to include all employees from all jobs and positions. None of
the employees were excluded from the sample. Table (1) displays the
descriptive statistics for all variables in the pooled sample.

WVariahle. Frequency Percentage
Mlirdstry
H. Education. 109 232
Irvvest. Corp. 19 4.0
5. Ins. Com. &l 13.0
K.oc 281 308
Joh
&drve 234 49 5
Technical 150 319
& drisory 12 38
Cither 6E 14.5
Fank
Top 14 30
ITiddle t4 134
Supervisory 134 285
Other
Age
=30 203 432
30- =40 181 385
40- = 50 6 140
50 = 20 43
Cualifications
Fh.D f 13
LI la 34
BSec. 243 517
Diplorna 153 3268
Secondary < 52 111
Years of Exp.
Soyears = 1 165 351
=5 111 238
10=14 68 145
15= 126 268
Crender.
Ilales 256 345
Females 214 455
Hationality
Kluwraiti 444 945
Hon Kuwraiti. 26 55

The study instrument

This study employs multiple approaches including both description and
analysis of field survey data. Though various instruments are available for
measuring organizational loyalty, the instrument which was used in this
7121
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study was originally developed by Mowday, Porter, and Steers, which is
the most widely used measure of loyalty. This instrument appears to be
respectable in terms of reliability and discriminant validity. It identifies the
presence of multiple factors which include various components of
organizational loyalty, such as identification and involvement. The
presence of multi-dimensional factors would facilitate future analyses to
further illuminate the connection between these factors. It has been widely
used in the United States and the United Kingdom and is useful to make
international comparisons. (Mowday et al, 1979). The questionnaire was
designed, tested and refereed by colleagues form the college of
administrative sciences at Kuwait University, and tried out by a small
sample of respondents before the final draft was prepared. The
questionnaire was adapted and written in Arabic in order to be
understood by respondents. It is composed of five main parts, one of
which includes general information about respondents, while the other four
parts include respectively organizational loyalty questions, procedural
justice questions, distributive justice questions, and group cohesiveness
questions. Organizational loyalty (the dependent variable), was measured
by fifteen items, six items measured distributive justice, three items
measured procedural justice, and seven items measured group
cohesiveness. Closed questions and Likert-style five-point scales have
been utilized in the questionnaire. Answers were given on five-point
scales with verbal labels ‘strongly agree’, ‘agree’, ‘neither agree nor
disagree’, ‘disagree’ and ‘strongly disagree’. The reliability of the scales
was assessed through Cronbach's coefficient alpha (Cortina, 1993). The
overall internal consistency was satisfactory (alpha. = 808). For
organizational loyalty Alpha was (.78), for procedural justice (.89), for
distributive justice (.78), and (.86) for group cohesiveness. The data was
coded so answers with greater numbers indicate greater agreement. The
SPSS computer program was utilized for data processing and analysis.
This included statistical indicators such as frequencies, means,
correlations and regression analysis to examine interrelationships
between organizational loyalty, procedural justice, distributive justice,
group cohesiveness, and personal characteristics and whether such
correlations are substantial and significant.

Data collection

As mentioned above, the survey was administered to a random sample of
(559) employees. The sample was intended to include all employees from
all jobs and positions. None of the employees were excluded from the
sample. Following the deletion of questionnaires that had missing data,
total of (470) questionnaires were retained. The response rate was (84)
per cent which represent well the population of the study.

Measurement

The principal purpose of this research is to examine levels and
interrelationships of employees' organizational loyalty, procedural justice,
distributive justice, and group cohesiveness, and the influence of personal
characteristics on organizational loyalty. A five-point Likert-type scale
format was used to measure employees’ answers on a five-point scale
with verbal labels ‘strongly agree' (5), ‘agree' (4), ‘neither agree nor
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disagree’(3), ‘disagree’(2) and ‘strongly disagree (1) to each item.
Established measurements of the variables were constructed. Taking in
consideration that the mean is (3), 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 Table (2), that the mean of
organizational loyalty level is (3.4109), which is relatively high. Moreover,
the analysis shows that the most important dimension of organizational
loyalty, is the extent to which employees are ready to exert their optimum
efforts in order to achieve organizational goals, which is a very high
degree (4.5468). Similar degrees of other four dimensions of
organizational loyalty with means above (4) are: employees' feeling that it
is their duty to exert their greatest efforts for the success of organizational
goals (4.3213); readiness to perform any work needed by the
organization (4.0489); sharing with others the idea of the importance of
being a member working in the organization (4.0064); and being
concerned about the future of the organization (4.0021). Other dimensions
of organizational loyalty with means from 3 to 4, in a descending order
are: employees' sense of pride to be associated with the organization
(3.9702); pleasure of taking the decision to work for the organization
(3.7723); sharing values with the organization (3.6426); feeling that their
work provides them with the best available job opportunities (3.6149); and
unwillingness to leave the organization to work for another organization
(3.0383). Other dimensions which contribute to employees' organizational
loyalty with means less than (3) are in a descending order: the difficulty of
understanding organizational policies regarding important issues for
employees (2.9404); the extent of benefiting from continue working for the
organization (2.5809); willingness to continue working for the organization
even if job description changes (2.4298); satisfaction with the initial
decision to join the organization (2.1596); and the strength of
organizational loyalty towards the organization (2.0894).

With regard to the independent variables and organizational loyalty, the
study shows as indicated in Table (3), different means of procedural
justice, distributive justice, and group cohesiveness have. The means in a
descending order are (4.0921) for group cohesiveness; (3.4109) for
organizational loyalty; (3.097) for procedural justice; and (2.6121) for
distributive justice.

With regard to the interrelationship between various dimensions of group
cohesiveness, they are as shown it Table (4), in an descending order,
(4.4255) for the level of cooperation; (4.2766) for exchange of ideas;
(4.1532) for mutual support; (4.1298) for trust; (4.0277) for integration;
and (3.5319) for the level of negative conflict among group members.
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Organizational Lovyalty Dimensions Ilean _Std.

Diewviation

Logalty 1 Beady to exert maximurn effort at work. 4 5468 BERTY
Loralty 2 Feel that it is a duty to exert maxivanrn effor. 4323 JETEL
Lovalty 4 Heady to performm any needed work by the organization. 4.0459 B5738
Lowalty 2 Talk positteely with fhiends dbout the organization. 4.0064 21770
Logaltyl3  Interested in desting of the organization. 4.0021 24067
Loyalty & Feel proud being employred in the orgarization 3.0702 106263
Losralty 10 Feel happrr that choose to work in the organization. 3 114292
Lowalty 5 Have sirndlar walues to those of the orgardzation. 36426 104682
Lovalty 14 Have abetter work opportunity in the organization than 36149 115024

other pogsile work opporhunities.
Logralty 7 Do not mind perforring other jobs within the organization 30383 130712

Lowalty 12 understanding organizational policies. 2.9404 122373

Lowalty 11 Benefit ranch from stasying working for the organization. 2.5809 109313

Lowalty @ will not leawe the organization because of changes in work 2.4208 112652

requitertents.
Losralty 15 Took the right decision by choosing to work for the 21594 1.19971
organization.

Lowalty 3 Feel loval towards the organization.. 20894 1.09294
Varighles Ilean Std. Desriation Llpha

Cirgarizational Lovalty 34109 37212 JE

Procedural justice 3.0972 B3303 29

Distnbutrve Justice 24121 1.03851 ]

Group CohesTreness 40921 BTN 26

Group Cohesiveness Factors Mean atd. Deviation

Group Relations 7 cooperation helps better 44255 A81156

petfotmance.

Group Felations 3 Exchanging Ideas & suggestions 4 2766 Jalal

with colleagues.

Group Relations 4 Mutual support with colleagues. 41532 AT

Group Relations 2 Trust colleagues. 41208 EREET

Croup Relations 1 colleagues help in petforming tasks. 4.1000 a9811

Group Relations 6 Group members integrate each 40277 27149

other wotk,

Group Felations 5 Low level of negative conflict. 3.5319 1.14700

Regarding procedural justice, the study shows as Table (5) indicates, that
the importance of procedural justice dimensions, in a descending order
are: the scientific methodology which managers follow in gathering
information before making decisions (3.3021); employees' freedom to
express different opinions from their bosses' opinions regarding
decisions made (3.2936); managers' interest in explaining the rationale
for decisions they make (3.1447); managers' listening to subordinates'
opinion before making decisions (2.9957); objectivity and fairness of
decisions made (2.9915); equitable and unbiased application of
decisions by managers (2.8553).
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Procedural Justice Factors Ilean Std. Dieviation
Procedural Justice 3. Decisions are taken after gathering all 33021 117825
necessary information.
Procedural Justice 2 Emplovees express their ideas freely 32034 1.07450
even if they disagree with superiors.
Procedural Justice 4 Superiors explain their decisions to 31447 116466
their emplotees.
Procedural Justice 5 Superiors listen to their subordinates 20057 120941
hefore they rake decisions.
Procedural Justice 1 Superiors rnake decisions objectbeely 29915 115713
and withont bias.
Procedural Justice &  Decisions are applied farly on all 28553 120071
exnployees.

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

Distributree Justice Factors Miean  Std. Deviation
Distributrve Justice 2 Employees get many fringe 283 126541
benefits.

Distributree Tustice 1 Salaries are faiv in comparison with 25723 125869
work perforrmed.

Distributree  Justice 3 Allowances are  distribated 24426 120052
ecjuitably.

Testing Study Hypotheses

Hypothesis 1 :

Procedural justice influences organizational loyalty to a great extent.
Hypothesis 2 :

Distributive justice influences organizational loyalty to a great extent.
Hypothesis 3 :

Group cohesiveness and cooperative work relations influence
organizational loyalty to a great extent.

Hypothesis 4 :
Personal characteristics influence organizational loyalty to a great extent.

To test the first three hypotheses, the relationships of organizational
justice dimensions (procedural justice, distributive justice), and group
cohesiveness to organizational loyalty were explored through Pearson
correlations. For the first hypothesis, the analysis was conducted between
procedural justice and employees' organizational loyalty. The study
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findings show that most correlations between organizational loyalty
composite and the independent factors are significant and functionally
strong. As Table (7) indicates, procedural justice have a low significant
positive relationship (r = .097) with organizational loyalty at a (0.05)
significance level which supports the hypothesis. With regard to the
second hypothesis, the correlation analysis indicates, that distributive
justice have a moderate significant positive relationship (r = .225) with
organizational loyalty at a (0.01) significance level which also supports the
hypothesis. With respect to the third hypothesis, the correlation analysis
indicates, that group cohesiveness have a moderate significant positive
association (r =.203) with organizational loyalty at a (0.01) significance
level which supports the hypothesis. This indicates that procedural justice
and distributive justice have strong positive associations with
organizational loyalty (r = .225; .203). Likewise group cohesiveness has
also a positive association but a lower level (r = .097). All these
associations are statistically significant as shown. In short, correlations
between employees' organizational loyalty and the dependent variables
were significant.

To test the fourth hypothesis organizational regression analysis was used
to probe the relationship between organizational loyalty and personal
characteristics, as stepwise multiple regressions determines which
personal factors predict organizational loyalty. This method enables one
to ascertain whether personal characteristics explain variance in

organizational loyalty. The model was significant at (0.000) level (R2 =0.
052). The beta coefficients for personal factors were as shown in Table
(8) as follows: agency (.181) (t=3.356, p<0.001); Job (-.136) t=-2.914,
p<.004); Rank (.014) (t=.250, p<.803); age (.174) (t=2.331, p< .020);
Education (-.004) (t=-.077, p<.939); Experience (-.220) (t=-2.921,
p<.004); Gender (.010) (t=.188, p< .851); and nationality (.003), (t= .067,
p<.947). Thus, the fourth hypothesis found only partial support from the
data, where agency and age affect organizational loyalty in a positive way,
as regression coefficients were (.181), (.174) at (.001) and (.020)
significance levels respectively. In contrast, the study shows that job and
experience affect organizational loyalty in a negative way (-.136), (.220) at
(.004) significance levels respectively. But data shows no effect of other
personal factors (rank, education, gender, and nationality).
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Means Organizatio Procedaral  Distrbutive Group
nal Lowalty Tastice Tastice Cohesivensess

Orzanizational Fearson Correlation 1 A ER] AOE0EE
Loyalty

Sz, (2-tailed) o0 035 oo

H 490 490 490 470
Procedural Pearson Correladom 2AGHEY 1 5130 A
Tastice

Sig. (2-tailed) o0 o0 aon

i) 490 490 490 490
Distributive Pearson Correlation 05 5130 1 =0
Fastice

Sz, (2-tailed) 035 o0 052

H 490 490 490 470
Gromp Pearson Correladom A I7ark) 050 1
Cohesivenass

Sg. (2-tailed) o0 o0 052

H 40 40 40 40

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

Model R ESguare Adjusted EZguare  3td Error of the Estimate
1 227(a) 052 033 36554

A Predictors : (Constant), Nationality, Job, Rank, Education, Agency, Age, Gender,
Experience.

Independent Vatiable Regression Coefficient (B) t Hig.
& gency 181 3356 01
Toh -136 -2914 o4
Rank 014 250 203
&g 174 2331 020
Education -0o4 -077 33
Experietice =220 -2821 004
Gender 010 18% 231
M ationality o3 a7 47

A Dependent Variable : MORGLOYALTY.

DISCUSSION AND CONCLUSIONS

The study was designed to determine the level of organizational loyalty,
and its relationship with procedural justice, distributive justice and group
cohesiveness. The results of the study show that organizational loyalty of
public sector employees is at a high level (3.4109). It was expected by the
researchers to be higher because of the generous benefits the
government provides for employees. It seems that employees are
psychologically associated to their organizations because the means for
psychological aspects of loyalty, as Table (2) indicates, were (4) points or
above, while organizational loyalty dimensions which refer to lack of
career development efforts, difficulty of understanding organizational
policies regarding employees, the negative effect of reorganization have
means lower than (3). This result refers to where efforts have to be
exerted by organizations to improve these aspects.

13/21



Cahiers du CREAD

With regard to independent variables, Table (3) indicates, that group
cohesiveness is the highest (4.0921), while procedural justice and
distributive justice respectively are in second and third orders, (3.0972),
(3.0972). Regarding group cohesiveness, the lowest level of employee
satisfaction (3.5319), as Table (4) indicates, relates to group conflict
which needs some efforts to minimize level of conflict. Other aspects of
group relations are high (4 or more), might be explained by the strong
social relations in a tribal society which emphasize social relationships.
As far as procedural justice is concerned, the study reveals, as Table (5)
indicates, the least aspects, that employees are not satisfied with, from
lower to higher satisfaction are: bias in applying decisions (2.8553);
subjective way of decision making (2.9915); listening to employee by
managers before decision making (2.9957); explaining decisions by
superiors to employees (3.1447). This denotes to necessary efforts which
have to be made by decision makers to improve these areas of
complaints. This means that government organizations have to exert much
efforts to look into decision making procedures, to ensure that they are
more equitable. As far as distributive justice aspects is concerned, which
employees show the least general satisfaction with (2.6121) are from the
high to low levels: distribution of allowances (2.4426); fair pay (2.5723) ;
and distributing fringe benefits (2.8213), as shown in Table (6)

With respect to the influence of personal factors on organizational loyalty,
study results indicate that some and not all personal variables influence
organizational loyalty. Specifically, the study findings shows that agency
and age are correlated to organizational loyalty in a positive way, whereas
job and experience correlate to organizational loyalty in a negative way,
and that rank, education, gender, and nationality do not relate to
organizational loyalty. One suggested explanation for the influence of age
might be, that there are very few employment options available to older
staff (Mowday et. al, 1982) and therefore they realize that leaving their
organizations may cost them more than staying in (Parasuraman &
Nachman, 1987). The relationship of type of organization might be
explained by the differences in the organizations studied in their work
conditions, degree of autonomy, pay scales, and fringe benefits. This is
due to the fact that public corporations enjoy better work conditions that
ministries. Likewise, the study findings that job and experience correlate
with organizational loyalty in a negative way might be explained by the fact
that job security and more years of experience might limit employees'
options to move from one government organization to another which
therefore affect their sense of organizational loyalty. The study findings
that rank, education, and gender do not relate to organizational loyalty
might be explained by the availability of the same work conditions for all
government employees which leave no difference in employees' loyalty.
Likewise, the lack of influence of rank on loyalty might be explained by the
traditional promotion procedures which depend only on seniority rather
than on performance. The irrelevance of gender to organizational loyalty
might be explained that men and women give similar importance to
procedural justice, distributive justice, and group cohesiveness. With
regard to the lack of influence of nationality on loyalty as the study shows,
this might be explained by the fact that the vast majority of government
employees (94.5%) as Table (1) shows are Kuwaiti citizens. In this regard
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it is important to note that Kuwaiti citizens take it for granted, that it is their
right be employed in the public sector regardless of their merits, or the
need for their qualifications. This social attitude was reinforced by the
selective explanation of article 41 of the Kuwaiti Constitution which states
that "every Kuwaiti has the right to work and to choose the type of his
work". Most Kuwaiti citizens strongly believe that government has to
provide them with jobs in the government sector as they wish. This trend
has been strengthened by pressures of the members of Parliament on
government to adopt this popular policy.

The results of this study support research results that organizational loyalty
or citizenship behavior gets operational through the perceived justice of
processes and interactions (Scandura, 1 999). The theoretical reasons
behind equity theory (Adams, 1965) and exchange theory (Blau, 1964) do
combine to predict organizational loyalty, though earlier studies have
assessed the impact of these two aspects and have found support for
each occurring independently. These results have implications for
organizational loyalty enhancement interventions. Focusing on
enhancement of procedural and distributive dimensions, and group
cohesiveness is more likely to improve organizational loyalty. In general,
enhancing work related interactions through guiding, coaching or
delegation (Bauer and Green, 1996) can result in higher-level
organizational loyalty. Leadership training and development programs,
focusing on these aspects of interaction, are likely to improve leadership
effectiveness and in turn organizational loyalty.

The results provide support for the interrelationships specified in the
model, and indicate that procedural and procedural justice, group
cohesiveness, personal characteristics and organizational loyalty are
interrelated. As noted in the above discussion, there are a number of
results which are context specific, but the results provide a basis for future
research. The implications for these results are that public sector
organizations need to enhance procedural justice, distributive justice, and
group cohesiveness because they are related to organizational loyalty
which is very important for organizational performance. The role of these
organizations is to reinforce organizational loyalty through the alignment of
incentive and reward systems and healthy work environment. Besides
that, part of the “enabling process” is to encourage employee interaction
beyond the traditional functional boundaries of the organization, thereby
creating internal 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 light of possible limitations. Since all the data
was cross-sectional and was collected at the same point of time, the
causality can only be assumed but not confirmed. Inclusion of longitudinal
studies and others ratings of organizational loyalty, organizational justice
dimensions, and group cohesiveness, could provide support for current
findings. Moreover, all the data collected through self-reports is likely to be
influenced by social desirability response bias. Although this bias cannot
be ruled out, some researches have shown that social desirability may not
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be a source of bias in measuring organizational perceptions (Moorman
and Podsakoff, 1992; Spector, 1987).

Recommendations

It should be noted that organizational loyalty is of special importance in the
State of Kuwait, as monetary and material benefits are available for
government employees in contrast with most other countries where
unsatisfactory salaries is the most important obstacle which affect
organizational loyalty. In other words, organizational loyalty might be the
determinant factor for organizational performance in this context.
Therefore, in view of the study results, some measures should be taken by
government organizations in order to increase the level of organizational
loyalty from (3.4109) to a higher level, which can contribute to better
organizational effectiveness. Such measures should focus on distributive
justice dimensions as the study reveals that it is the lowest level (2.6121)
in comparison with procedural justice, and group cohesiveness.
Government organizations should exert great efforts on specific objective
standards for distributing allowances (bonuses), and fringe benefits.
Moreover, efforts should be exerted towards determining equitable pay for
the work performed by employees. This can be done through reviewing
job descriptions and making sure that they match well pay scales. With
regard to procedural justice, government organizations should improve
communication and listening skills of superiors and subordinates which
can improve organizational climate and the quality of decisions. This goal
can be achieved through designing training programs in these areas.
Besides that, attention should be given to designing training programs in
conflict management because though the study reveals satisfactory group
cohesiveness, it indicates negative conflicts among group as well.
Moreover, longitudinal studies and others ratings of organizational loyalty,
organizational justice dimensions, and group cohesiveness, should be
conducted on regular basis because they could provide support for
current findings.
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