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A B S T R A C T

The relationship of organizational justice perceptions of hotel employees in North Cyprus with various

work-related variables was investigated. A total of 208 employees and their managers filled out

questionnaires. It was found that distributive justice tended to be a stronger predictor of all of the study

variables compared to procedural justice. Findings suggest that the fairness of personal outcomes that

employees receive may have more impact on turnover intentions, job satisfaction and organizational

citizenship behavior (OCB) than the perceived fairness of a firm’s procedures. It was also found that even

though improved job satisfaction seems to be related to OCB, organizational justice seems to be the key

factor that has a strong effect on both OCB and job satisfaction.
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1. Introduction

With increasing globalization and international competition,
the importance of recruiting, retaining and managing resources
that can help to increase competitiveness of organizations has
become a crucial factor in the success of hospitality industry.
Among these resources, human resources demand special atten-
tion. Human resources play a central role in the services sector. A
primary reason for this is that the services are seen as inseparable
from their provider. In this context, increasing employees’ job
satisfaction, commitment to the organization and motivation will
not only increase the extra-role behavior of the employees through
organizational citizenship behavior, but it will also contribute to
the increased competitiveness of hospitality sector organizations
and lead to better future performance. Especially in the service
industry, evidence suggests a strong linkage between job
satisfaction and performance. Researchers found a significant
positive relationship between employees’ job satisfaction and
customer perceptions of service quality performance (Hartline and
Keith, 1996; Yoon et al., 2001). It is expected that satisfied
employees will engage in better service delivery (Schmit and
Allscheid, 1995) and this will positively influence customer
confidence and word-of-mouth and as well as contribute to
achieve customer loyalty. So, having a loyal base of satisfied
customers within such a competitive environment, increases
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revenues, decreases costs and builds market share. Organizational
justice has been shown to be related to employee outcomes such as
job satisfaction (Fields et al., 2000). Thus, the concept of
organizational justice and its consequences need to be understood
by managers in the services sector. Managers need to have a better
understanding of the role of organizational justice and its
consequences in the hospitality industry. This concept is especially
important for organizations that hope to develop more institutio-
nalized policies and procedures.

As a Mediterranean island, North Cyprus’ economy depends on
tourism. In North Cyprus tourism is a significant contributor to the
GDP. When we consider the scale disadvantage and the isolation
that has been imposed on North Cyprus, the importance of the
tourism sector can be seen clearly due to the unspoilt natural
beauty and cultural heritage of North Cyprus where tourism
remains a competitive sector. North Cyprus is considered to be an
emerging new market for European tourists. In the wake of
increasing competition and the dramatic changes occurring in the
tourism industry in North Cyprus, there is a need for hotel
managers and international investors to recognize the importance
of service improvements in establishing a competitive advantage.

The aim of the current study is to examine the relationship of
justice perceptions of hotel employees in North Cyprus with various
work-related variables such as employees’ organizational citizen-
ship behaviors, their intentions to leave the hotel and seek other
employment, and their overall job satisfaction. Previous researchers
have shown that overall perceptions of fairness will influence work-
related attitudes of employees (James, 1993; Fulford, 2005). The
current study looks at the perceptions of distributive, procedural and
interactional justice to see if the impact that they have on work-
related attitudes differs. The study analyzes whether procedural
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justice perceptions (about fairness of rules and procedures) can
mainly influence organizational citizenship behaviors of the
employees while distributive justice perceptions (about the out-
comes that employees receive from the organization) may primarily
influence turnover intentions. In addition we analyze how justice
perceptions influence the relationship between job satisfaction and
organizational citizenship behavior.

2. Literature review

2.1. Organizational justice

Justice perceptions have long been considered as explanatory
variables in organizational research (Adams, 1965; Deutsch, 1975;
Leventhal, 1976). Organizational justice describes the individuals’
(or groups’) perception of the fairness of treatment received from an
organization and their behavioral reaction to such perceptions
(James, 1993). In the extant literature, justice has been conceptua-
lized based on three dimensions: distributive justice, procedural
justice and interactional justice. Distributive justice refers to the
perceived fairness of the outcomes, procedural justice refers to the
perceived fairness of the means used to determine those outcomes
(Folger and Konovsky, 1989; Cropanzano and Greenberg, 1997), and
interactional justice refers to the fairness of interpersonal treatment
(Martı́nez-Tur et al., 2006). Therefore the distributive justice is
concerned with ‘‘ends’’, and the procedural justice with ‘‘means’’
(Sweeney and McFarlin, 1997). The expectancy theory of motivation
states that motivation is influenced by the belief that effort will lead
to higher performance (expectancy) and belief that higher
performance will lead to better rewards (instrumentality) that are
valued (valence) by the employees (Robbins, 2001, p. 173). Since
distributive justice is about the fairness of the outcomes, it has a
strong link with instrumentality. Thus, we can see that distributive
justice perceptions of employees will have an influence on their
motivation. The employees will have certain beliefs and attitudes
about the way that the organization will make and implement
decisions. In situations where the beliefs of how decisions should be
made and how they are actually made are different, the employees
may experience cognitive dissonance and as a result the employees
will feel uncomfortable that may lead to job dissatisfaction.

Many studies have analyzed the relationship between these
two forms of organizational justice and their effects on various
work-related variables including turnover intention, organiza-
tional commitment, and organizational citizenship behavior and
job satisfaction (Alexander and Ruderman, 1987; Folger and
Konovsky, 1989; McFarlin and Sweeney, 1992; Sweeney and
McFarlin, 1997; Cropanzano and Folger, 1991; Cropanzano and
Randall, 1993). For example, Alexander and Ruderman (1987) used
six organizational outcome variables including job satisfaction,
turnover intentions, tension/stress, trust in management, conflict/
harmony, and evaluation of supervisor. Procedural justice had a
greater influence on five of the variables compared to distributive
justice. Of the six variables, only turnover intentions had a stronger
link with distributive justice than with procedural justice.

In the hospitality industry, studies have shown that organiza-
tional justice perceptions of hotel employees have an impact on
their commitment (Fulford, 2005). Thus, it becomes critical that
hotel managers be very sensitive to how their decisions and how
the methods they use to reach their decisions will be perceived by
their employees.

2.2. Turnover intentions

Turnover continues to be a topic of interest among manage-
ment researchers. Shaw et al. (1998) report over 1500 studies on
the subject. There have been meta-analyzes on the determinants of
turnover (Hom and Griffeth, 1995). Several studies have also
examined both the magnitude and costs of turnover in the hotel
industry (Hom and Griffeth, 1995; Hinkin and Tracey, 2000; Pizam
and Thornburg, 2000). High turnover is generally acknowledged as
one of the distinguishing features of the hotel and hospitality
industry (Carbery et al., 2003). Wood (1997), Woods (1997), and
Manley (1996) underline the positive and negative effects of the
high turnover rate in the hospitality sector. Some researchers do
not see employee turnover to be dysfunctional, however, at the
organizational level there is strong evidence that higher turnover
has replacement and recruitment costs (Deery and Iverson, 1996;
Manley, 1996). One reason that a high rate of voluntary turnover is
alarming for many managers is the fear that the employees with
better skills and abilities will be those who are able to leave
whereas those who remain will be those who cannot find other
jobs (Tanova and Holtom, 2008). Additionally, in the hospitality
industry one of the most critical intangible costs is the loss of
employee morale for the employees who prefer to stay with the
organization. As a result, this can affect the level of service
provided to the customer.

Mobley (1977) has formulated a withdrawal decision process to
explain how people decide to leave their institutions. According to
his model, individuals first evaluate their existing jobs and
experience satisfaction or dissatisfaction based on their jobs. If
dissatisfaction is felt, the thought of quitting arises. Before
searching for alternatives, individuals first try to evaluate the
cost that will incur from quitting the existing job and the utility
that is expected to be received from the search. If the expected
utilities are considered to be worthy of quitting, a search for the
alternatives begin, followed by an evaluation and comparison of
the alternatives with the present situation. Intention to quit is
formed if the alternatives are more desired which is followed by
actual withdrawal. Cho et al. (2009) argues that in hospitality
sector in the US positive employee attitudes such as organizational
commitment and perceived organizational support help to reduce
the intention to leave.

2.3. Organizational citizenship behavior

Organizational citizenship behaviors are behaviors of a discre-
tionary nature that are not part of employees’ formal role
requirements, nevertheless these behaviors contribute to the
effective functioning of an organization (Organ, 1988; Athanasou
and King, 2002; Robbins, 2001, p. 25). OCB are beneficial and
desirable from an organizational perspective, but managers have
difficulty eliciting their occurrence or punishing their absence
through contractual arrangement and formal rewards because the
behaviors are voluntary (Moorman and Blakely, 1995). Chiang and
Birtch (2008) report that extra-role behaviors in Hong Kong
hospitality sector are influenced primarily by non-financial
rewards. Organ (1990) described five categories of OCB:

� conscientiousness means that employees carry out in role
behaviors well beyond the minimum required levels;
� altruism means that they help others;
� civic virtue suggests that employees responsibly participate in

the political life of the organization;
� sportsmanship states that people do not complain but have

positive attitudes;
� courtesy indicates that they treat others with respect.

Organization citizenship behaviors will influence customer
loyalty. This is due to improved employee–customer interaction
and to improve ‘‘service climate’’ (Armario et al., 2004). OCB–
customer loyalty relationship may be due to improved service
quality in the context of hospitality sector (Suh and Yoon, 2003;
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Bell and Menguc, 2002). Bienstock et al. (2003) argue that among
employees that have direct contact with the customer, OCB
becomes extremely important, since the OCB of this group of
employees leads to improved customer evaluation of service
quality.

2.4. Job satisfaction

High employee satisfaction is important to managers who
believe that ‘‘an organization has a responsibility to provide
employees with jobs that are challenging and intrinsically
rewarding’’ (Robbins, 2001, p. 82). Oshagbemi (2000) has defined
job satisfaction as ‘‘individual’s positive emotional reaction to
particular job’’. Gill (2008) shows that employees with higher
degree of trust will have higher levels of job satisfaction in the
hospitality industry. Job satisfaction can affect many other
variables such as turnover intentions. Price and Mueller (1981)
stated that job satisfaction has an indirect influence on turnover
through its direct influence on formation of intent to leave.

3. Hypotheses

The relationship of both forms of organizational justice with
individual outcomes like job satisfaction and turnover intention
has been proposed by various researchers, some suggesting more
of those variables would be accounted for distributive justice
(Folger and Konovsky, 1989) whereas some proposing the opposite
(McFarlin and Sweeney, 1992; Cropanzano and Folger, 1991). For
example, previous studies in the United States have revealed that
employee perceptions about distributive and procedural justice
may predict an employee’s intention to stay, job satisfaction,
evaluation of supervisor and organizational commitment (Cro-
panzano and Randall, 1993; Folger and Konovsky, 1989; Sweeney
and McFarlin, 1997). These studies also found that judgment about
procedural justice may be more strongly related to evaluation of
supervision and organizational commitment while distributive
justice may be more strongly related to job satisfaction and intent
to stay (McFarlin and Sweeney, 1992).

Tang and Sarsfield-Baldwin (1996) proposed that employees’
perceptions of procedural justice are related to different aspects of
satisfaction (i.e. pay, promotion, and supervision) and organiza-
tional commitment. Konovsky and Cropanzano (1991) suggest that
receiving a fair outcome on a specific occasion does not mean that
fair outcomes will always be forthcoming. Thus outcome fairness
generally predicts only context-specific responses. Job satisfaction
is such a context-specific response and therefore should be more
related to distributive justice (i.e. outcome fairness) rather than
procedural justice (Folger and Konovsky, 1989; Lowe and
Vodanovich, 1995; Martin and Bennett, 1996). This is also in line
with Sweeney and McFarlin’s (1997) two factor model of justice
and with a recent meta-analysis of research in other contexts
(Colquitt et al., 2001). Greenberg (1987) has proposed that
perceptions of unfairness in the distributive justice will lead
individuals to sense injustice therefore be less productive, less
satisfied and consequently be more willing to quit their jobs. Thus,
employees perceiving injustice in the work place will be less
satisfied with their jobs and hence the thought of quitting the work
arouses followed by actual turnover.

Fields et al. (2000) have summarized the result of previous
studies of the relationship of distributive justice and procedural
justice with employee outcomes as: (1) both distributive and
procedural justice are related to job satisfaction, intent to stay and
evaluation of supervision; (2) the relationship of procedural justice
is stronger with evaluation of supervision; (3) the relationship of
distributive justice is stronger with job satisfaction and intent to
stay; (4) procedural justice moderates the relationship if dis-
tributive justice with evaluation of supervision; and (5) gender
moderates the relationships of both distributive justice and
procedural justice with job satisfaction and intent to stay.
Therefore, the first, second, and third hypotheses are formed
accordingly.

H1. Perceptions of distributive and procedural justice will be
significantly related to employees’ turnover intention.

H2. Distributive justice perceptions of employees will account for
more of the variance on job satisfaction of employees as compared
to the variance accounted by procedural justice.

H3. Distributive justice perceptions of employees will account for
more of the variance on turnover intention of employees as com-
pared to the variance accounted by procedural justice.

Williams et al. (2002) proposed that when perceptions of
fairness treatments are high, employees are more likely to engage
in organizational citizenship behaviors. A variety of studies have
found a positive relationship between perception of procedural
justice and organizational citizenship behaviors (Konovsky and
Pugh, 1994; Moorman, 1991; Moorman et al., 1993, 1998; Organ
and Moorman, 1993). Fahr et al. (1990) found that procedural
justice account for unique variance with respect to altruism
dimension of OCB. In line with these results, Moorman (1991)
found that there exists positive relationship between procedural
justice and four OCB dimensions. Organ and Moorman (1993)
concluded that procedural justice, rather than distributive justice
or job satisfaction, provides a better explanation of OCB. Moorman
(1991) has also suggested that the decisions to behave as an
organizational citizen was more a result of a general positive
evaluation of the organizational system, institutions and autho-
rities evoked by procedural justice rather than an evaluation of
fairness of outcomes. Robinson and Morrison (2000) have reported
that when employees felt that their employer had failed to satisfy
employment obligations, they were less likely to engage in civic
behavior. Although it would be logical to expect that employees
who are more satisfied would be more likely to talk positively,
engage in extra-role behavior, assist other employees to perform
better, and to go beyond their official job requirements in order to
get the work done, however empirical research shows that there is
modest overall relationship between job satisfaction and organi-
zational citizenship behavior but satisfaction is not related to
organizational citizenship behavior when organizational justice is
controlled (Lepine et al., 2002; Konovsky and Organ, 1996;
Moorman, 1991).

Therefore hypotheses 4, 5 and 6 are:

H4. Perception of distributive and procedural justice will be sig-
nificantly related to employees’ organizational citizenship beha-
vior.

H5. Procedural justice perceptions of employees will account for
more of the variance in organizational citizenship behavior levels
compared to the variance accounted by distributive justice percep-
tions.

H6. Job satisfaction will not be related to organizational citizen-
ship behavior when distributive procedural and interactional jus-
tice are controlled.

4. Methodology

4.1. Sample

The sample for this study was drawn from four 5 star hotels
which are the most popular tourist establishments (Nadiri, 2003)
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in North Cyprus. All of these establishments were contacted and
permissions to carry out the research were obtained. Using non-
probabilistic sampling method, 300 questionnaires were distrib-
uted to the managers and employees that were willing to
participate in the study. Two versions of questionnaires were
used; one for employees and the other version for managers. Out of
the 300 employee–manager dyads a total of 208 employees and 40
managers filled out the questionnaires. The employees filled out a
questionnaire with questions about their job satisfaction, justice
perceptions and turnover intentions. The managers filled out
questionnaires about each of their employee’s organizational
citizenship behavior. The anonymity of the employees was
ensured. Research assistants distributed the questionnaires to
employees and managers separately, and they collected and
matched the completed questionnaires. The scales were translated
to Turkish from the English language. The Turkish versions were
also back translated to English and the two versions were
compared by an independent linguist to ensure equivalence. The
Cronbach alpha reliability coefficients were comparable with the
original scales.

4.2. Measures

4.2.1. Organizational citizenship behavior

Organizational citizenship behavior was measured with a 19
item, 5-point Likert type scale that was asked to managers. The
scales included items adapted from scales used previously by
Organ and Konovsky (1989). An example of the item format is
‘‘Your employee helps busy colleagues’’. The Cronbach alpha was
found to be 0.63. The managers filled out the OCB questions for
their employees.

4.2.2. Job satisfaction

Job satisfaction was measured with a 4 item, 5-point Likert type
scale that was asked to employees. The scales included items
adapted from scales used previously by Lucas et al. (1990). An
example of the item format is ‘‘I feel I am being paid a fair amount
for the work I do’’. The Cronbach alpha was found to be 0.84. The
job satisfaction questions were filled out by the employees.

4.2.3. Distributive, procedural, and interactional justice

The 20 item, 5-point Likert type scale developed by Niehoff and
Moorman (1993) was used to measure procedural justice,
distributive justice and interactional justice. The Cronbach alpha
for the 20 items was 0.939. The 5 items were related to distributive
justice (alpha value 0.907), 6 items to procedural justice (alpha
value 0.760) and 9 items for interactional justice (alpha value
0.902). An item scale for distributive justice is ‘‘I feel I am being
rewarded fairly considering the responsibilities I have’’. An item
Table 1
Means, standard deviations, reliabilities, and correlations.

Variables Mean SD 1 2 3

1. Education levela 3.79 1.15

2. Tenureb 1.12 0.38 �0.033

3. Ageb 2.13 0.39 �0.065 0.546***

4. Turnover intentions 2.53 0.82 �0.214** �0.241*** �
5. Job satisfaction 3.23 0.81 �0.020 0.324***

6. OCB 3.56 0.31 �0.159* 0.210**

7. Distributive justice 3.68 0.81 �0.121 0.056

8. Procedural justice 3.69 0.57 �0.210 0.246***

9. Interactional justice 3.68 0.62 �0.097 0.291***

a For education level, 1 = primary school, 2 = secondary school, 3 = lycee, 4 = vocation
b For tenure, 1 = below 5, 2 = 6–10, and 3 = over 10. For age, 1 = below 20, 2 = 21–30
* p < 0.05 (2-tailed).
** p < 0.01 (2-tailed).
*** p < 0.001 (2-tailed).
scale for procedural justice is ‘‘My supervisor is neutral in decision
making’’. An example item from interactional justice measure is
‘‘My supervisor provides explanations for the decisions related to
my job’’. The justice questions were filled out by the employees.

4.2.4. Turnover intentions

A 3 item, 5-point Likert scale developed by Cammann et al. (1979)
was used to measure turnover intentions of the employees. Each
item asked the respondents to indicate the degree of occurrence of
thought of quitting, searching for another job, and actually intending
to quit. The Cronbach alpha was calculated to be 0.85. The turnover
intention questions were filled out by the employees.

5. Analysis and results

5.1. Descriptive statistics

Among managers 90.4% are male and 9.6% are female. 65.4% are
locals whereas 34.6% are from Turkey. Education levels of
managers are 9.6% vocational school, 67.3% bachelor degree, and
23.1% graduate degree. The years of service among managers are
54.8% below 5 years, 15.4% 6–10 years, and 30.8% more than 10
years. Among employees 34.6% are female, while 63.5% are male.
82.7% of employees are between 21 and 30 years old. And 82% of
employees are locals and 17.3% of the employees are from Turkey.
Years of service among employees are 94.5% less than 5 years.
Many employees in the hotel industry are seasonal employees due
to lower occupancy rates during off peak seasons.

The gender distribution among managers shows that the
management ranks are predominantly male dominated. Even
among non-managerial employees males constitute more than
60% of the respondents. This reflects the realities of the male
dominated character of the hospitality sector in North Cyprus. The
level of education of the respondents is also relatively high with
more than 90% with university education among managers. This
shows the unique nature of the high demand for university
education in North Cyprus where there are 6 universities for
300,000 inhabitants. Most secondary school graduates prefer to
enter university programs instead of vocational technical schools.

Table 1 presents means, standard deviations, correlations and
reliability coefficients for all study variables. Results of the
correlation analysis provide support for the discriminant validity
of the study. When correlation coefficient matrix between
constructs is examined, no correlation coefficient is above 0.90.
This means that all the constructs are different/distinct (Amick and
Walberg, 1975). Prior research has also successfully shown that
these scales predict different dependent measures and suggest that
they are distinct variables representing different constructs
(McFarlin and Sweeney, 1992). The average variance extracted
4 5 6 7 8

0.042

0.159* �0.587***

0.033 �0.205** 0.324***

0.012 �0.458*** 0.672*** 0.513***

0.074 �0.508*** 0.722*** 0.376*** 0.704***

0.118 �0.542*** 0.720*** 0.410*** 0.666*** 0.776***

al school, 5 = undergraduate, 6 = postgraduate, 7 = Ph.D.

, 3 = 31–40, 4 = 41–50, and 5 = over 51.



Table 2
Hierarchical regression results for the influence of control variables and procedural justice followed by distributive justice and interactional justice on turnover intentions and

job satisfaction.

Variables Turnover intentions Job satisfaction

R2 change b t-Statistics p-Value VIF R2 change b t-Statistics p-Value VIF

Step 1: controls 0.117 0.000 0.106 0.000

Education level �0.155 �3.289 0.001 1.00 �0.007 �0.159 0.874 1.00

Tenure �0.678 �3.948 0.000 1.43 0.731 4.277 0.000 1.43

Age 0.236 1.439 0.152 1.43 �0.055 �0.335 0.738 1.43

Step 2: 0.265 0.000 0.458 0.000

Procedural justice �0.787 �9.322 0.000 1.12 1.022 14.589 0.000 1.12

Step 3: 0.023 0.006 0.064 0.000

Distributive justice �0.220 �2.805 0.006 2.05 0.360 5.870 0.000 2.05

Step 4: 0.021 0.007 0.022 0.000

Interactional justice �0.327 �2.722 0.007 2.87 0.332 3.579 0.000 2.87

N 208 208

R2 0.426 0.649

Equation F-value 24.83 0.000 62.04 0.000

Table 3
Hierarchical regression results for the influence of control variables and distributive

justice followed by procedural justice and interactional justice on OCB.

Variables OCB

R2 change b t-Statistics p-Value VIF

Step 1: controls 0.079 0.000

Education level �0.042 �2.347 0.020 1.004

Tenure 0.223 3.422 0.001 1.425

Age �0.098 �1.579 0.116 1.430

Step 2: 0.234 0.000

Distributive justice 0.183 8.332 0.000 1.019

Step 3: 0.003 0.308

Procedural justice �0.048 �1.022 0.308 2.253

Step 4: 0.005 0.236

Interactional justice 0.058 1.189 0.236 2.872

N 208

R2 0.321

Equation F-value 15.863 0.000
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(AVE) was also used to examine convergent validity of each
construct and the results accounted for more than 50% of the
corresponding items (Fornell and Larcker, 1981). Additionally,
leading researchers have argued that although these are separate
constructs, in practice, correlation should be found between them
due to convergent validity of the constructs related to employee
work-related attitudes (Folger, 1987).

Hierarchical regression and correlation analyzes were employed
to test the hypotheses. Three step hierarchical regression analysis
was employed for hypotheses 2, 3, and 5. In addition, correlation
analysis was conducted for hypotheses 1 and 4. The variables were
checked for multicollinearity. The VIF scores reported in the tables
show that the VIFs are well below 10 indicating that there is no cause
for concern about the multicollinearity.

In Table 2 we regressed the control variables, then procedural
justice followed by distributive justice and finally interactional
justice on turnover intentions, and job satisfaction. In Table 2, our
objective was to see the influence of distributive justice when
procedural justice was controlled. And also to see the influence of
interactional justice when both distributive and procedural justice
were controlled. In Table 3 we regressed the control variables, then
distributive justice followed by procedural justice and finally
interactional justice on organizational citizenship behavior. In
Table 3, our objective was to see the influence of procedural justice
after distributive justice was controlled.

In Table 2 at step 1, we entered four control variables: education
level, tenure, age, and gender. Staines et al. (1986) argued that these
types of variables need to be controlled for, because these kinds of
variables have general potential to inflate relations between other
variables. As Table 2 indicates, tenure significantly predicted
turnover intentions and job satisfaction. Our finding was that
people with more years of experience tended to have higher job
satisfaction was consistent with earlier findings (Lynch and Verdin,
1987; Oshagbemi, 2000). People with more years of experience
tended to have lower turnover intentions. This can be due to increase
in organizational commitment where people with more years of
service may become more committed to their organizations.

At step 2, procedural justice was entered, at step 3 distributive
justice was entered and at step 4 interactional justice was entered.
In all the steps the additional justice dimensions contributed
significantly to the model.

The first hypothesis that there is a significant relationship
between distributive and procedural justice and turnover inten-
tion was supported (r = �0.458 and r = �0.508 respectively, both
p < 0.001) (see Table 1).
Our second hypothesis that distributive justice perceptions
would account for more variance on job satisfaction than
procedural justice was supported. This result suggests that job
satisfaction will be high when procedural justice is perceived to be
high, but when we control for procedural justice, distributive
justice and interactional justice still account for significant
variance in job satisfaction.

Our third hypothesis that distributive justice would account for
more variance on turnover intentions than procedural justice was
supported. Distributive justice tended to be more important
predictor of turnover intentions as compared to procedural justice
where we entered distributive justice at step 3 resulted in 0.023
change in R2 (F(1,202) = 7.865, p < 0.006). This means that when all
distributive, procedural and interactional justice is high, turnover
intentions will decrease (there is negative relationship with both:
bDJ = �0.220, bPJ = �0.787, and bIJ = �0.327).

The fourth hypothesis that distributive and procedural justice
will be significantly related to employees’ organizational citizen-
ship behavior was supported (r = 0.513 and r = 0.376 respectively,
both p < 0.001).

Our fifth hypothesis that procedural justice would account for
more variance in organizational citizenship behaviors of employ-
ees than distributive justice would was NOT supported. Table 3
shows that procedural justice is entered after distributive justice is



Table 4
Hierarchical regression results for the influence of control variables and job satisfaction followed by distributive justice and procedural justice on OCB.

Job satisfaction followed by justice on OCB Justice followed by job satisfaction on OCB

Variables R2 change b t-Statistics p-Value VIF Variables R2 change b t-Statistics p-Value VIF

Step 1: controls 0.079 0.001 Step 1: controls 0.079 0.001

Education level �0.042 �2.347 0.020 1.004 Education level �0.042 �2.347 0.020 1.004

Tenure 0.223 3.422 0.001 1.425 Tenure 0.223 3.422 0.001 1.425

Age �0.098 �1.579 0.116 1.430 Age �0.098 �1.579 0.116 1.430

Step 2: 0.071 0.000 Step 2: 0.243 0.000

Job satisfaction 0.106 4.125 0.000 1.118 Distributive justice 0.194 5.935 0.000 2.253

Step 3: 0.181 0.000 Interactional justice 0.058 1.190 0.236 2.872

Distributive justice 0.212 6.198 0.000 2.498 Procedural justice �0.083 �1.503 0.134 3.173

Procedural justice �0.056 �0.978 0.329 3.438 Step 3: 0.010 0.089

Interactional justice 0.079 1.577 0.116 3.055 Job satisfaction �0.063 �1.707 0.089 2.852

N 208 N 208

R2 0.33 R2 0.33

Equation F-value 14.143 0.000 Equation F-value 14.143 0.000
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already in the model [R2 change = 0.003, F(1,202) = 1.044,
p < 0.308]. Results have indicated that after distributive justice
has been accounted for, the additional contribution of procedural
justice is not significant on the organizational citizenship
behaviors of employees.

The sixth hypothesis was about the influence of job satisfaction
on organizational citizenship behaviors. From Table 4 we can see
that there was a significant relationship between job satisfaction
and organizational citizenship behaviors. However, there was no
influence of job satisfaction on organizational citizenship beha-
viors when the influence of justice had been controlled.

6. Discussion and managerial implications

The purpose of this research was to examine the relationship of
organizational justice with various work-related variables, i.e.
organizational citizenship behavior, turnover intention, and job
satisfaction. Correlations between employees’ organizational
justice perceptions were significantly related to organizational
citizenship behavior, turnover intentions, and job satisfaction.

6.1. Procedural justice and distributive justice

Organizational justice was conceptualized as three separate
dimensions: procedural justice, distributive justice, and interac-
tional justice. Both procedural and distributive justice are
important predictors of work outcomes, and organizational
researchers should investigate both types of justice (Greenberg,
1987). Most of the researchers had suggested that procedural
justice would be more related with organizational outcomes and
the attitudes of employees toward the institution (Folger and
Konovsky, 1989; Lind and Tyler, 1988), whereas distributive
justice would be a more important predictor of individual
outcomes like intentions to quit and satisfaction with work
(McFarlin and Sweeney, 1992). For example, in the extant
literature, it is found that fairness of the procedure was a better
explanatory variable for organizational citizenship behavior
(Niehoff and Moorman, 1993; Moorman, 1991).

As opposed to these findings, results of the current study
indicated that procedural justice did not tend to be a stronger
predictor of turnover intentions and job satisfaction compared to
distributive and interactional justice. However, distributive justice
tended to be a stronger predictor of organizational citizenship
behavior compared to procedural justice. Our findings suggest that
the fairness of a firm’s procedures may have a lesser impact on
organizational citizenship behavior than the fairness of personal
outcomes that employees receive. The fairness of firm’s procedures
has impact on turnover intentions and job satisfaction however,
fairness of personal outcomes that employees receive still explains
more of the variance on employees’ turnover intentions even after
we have considered the part played by the impact of perceived
fairness of the firm’s procedures. We can state that for the
employees in hospitality industry in North Cyprus, the role of
perception of fairness in firm’s procedures is very important with
regard to personal outcomes such as job satisfaction and turnover
intentions. However, the fairness of personal outcomes like fair
distribution of pay and other rewards and perceived fairness in the
managers’ interactions with their employees still impact the
employees’ job satisfaction and turnover intentions. Furthermore,
outcome fairness is more important with regard to organizational
outcomes such as OCB as well.

Why would the fairness of a firm’s procedures have impact on
personal outcomes (i.e. job satisfaction and turnover intentions)
while outcome fairness have greater impact on organizational
outcome (i.e. OCB), could be explained by using self-interest and
group-value theory which have already been discussed in the
literature review. The reason why procedural justice impacts job
satisfaction is that employees can enhance their outcomes by
asking for a wage increase, a promotion or better benefits and
working conditions. The logic behind this is that procedural
justice must exist within the organization; as such, employees
must be able to influence the outcomes by participating in
decision making (self-interest theory); hence in such cases, the
employee’s job satisfaction can be enhanced and influenced by
procedural justice. The findings of Alexander and Ruderman
(1987) supported the discussion above where they found that
procedural fairness was significant factor influencing job
satisfaction. Based on that, we may state that in the hospitality
industry in North Cyprus, employees may be allowed to take part
in decision making, thus they can have the feeling that they
control the outcomes in one way or another. This result can also
be used in explaining why procedural justice will impact turnover
of employees. When the job satisfaction of employees is high,
they may become highly committed to their organizations which
in turn results in lower turnover rates. However, we also see from
our results that even after procedural justice has been considered,
there is still further impact of distributive and interactional
justice on the turnover intentions and job satisfaction of the
employees.

Tyler (1989) stated that, as suggested by group-value theory,
several non-control issues, such as neutrality in the decision-
making procedure, trust in the decision maker, and evidence about
social standing, may have a more powerful (strong, significant,
crucial) effect on judgments of procedural justice than control
issues. Violation or absence of any one of these non-control issues
may result in low fairness perception of procedures. Thus
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employees may rely more on outcome than procedural fairness in
such conditions.

This can be the reason why distributive justice explained more
variance in organizational citizenship behavior than procedural
justice in our study.

This can also be attributed to the distinct nature of hospitality
industry where employees can easily shift to other firms due to the
ease of finding other jobs. The skills of employees in this sector are
easily transferred to similar positions in different organizations. It
might be much more difficult for an employee in the manufactur-
ing sector, who learns to use one specific machine, to transfer to
another organization where the employee would probably have to
learn to use different equipment. Based on the nature of the
hospitality industry jobs, it is relatively easier for employees to
change organizations with a shorter learning curve.

6.2. Organizational citizenship behavior and job satisfaction

OCB was significantly explained by job satisfaction of employ-
ees. This may lead the practicing managers to assume that the way
to increase OCB is through increasing job satisfaction which is
usually associated with increasing salaries or improving working
conditions. However, when we introduced organizational justice
variables to the equation, and then looked at the effect of job
satisfaction on OCB over and above the effect of organizational
justice variables, there was no significant effect which leads us to
conclude that organizational justice is a variable that has a strong
effect on job satisfaction and OCB. Thus organizational justice
results in increased or decreased job satisfaction and OCB at the
same time. When we eliminate the role of organizational justice,
the remaining effect of job satisfaction is not much on OCB. This
means that practicing managers should aim to improve OCB
through improved organizational justice; this will not only
improve OCB but also lead to increased satisfaction. If managers
focus on job satisfaction improvement through means other than
increased organizational justice, the effect of this may be minimal
on OCB.

6.3. Overall implications

Central role played by employees in services sector should be
taken into account seriously. The service quality depends on
employee performance. Nadiri and Hussain (2005), in one of their
studies, stated that customers visiting North Cyprus hotels have a
narrow zone of tolerance which means that customers are not
likely to accept heterogeneity in services provided by hotels.
Therefore organizational justice perceptions of employees is very
crucial in that sense where increased job satisfaction together with
effective training will lead to increased service quality which
finally results in increased customer satisfaction and loyalty. On
the other hand, if employees do not perceive organizational justice
they will not demonstrate organizational citizenship behaviors
even if management attempts to keep them satisfied. Lack of
perceived fairness may also lead to increased turnover of
employees. Thus, high turnover may result in decrease in service
Appendix A. Items from the questionnaire

Organizational citizenship behavior
Help busy colleagues

Help for absent colleagues

Help to other colleagues for more productivity

Not duty but help to the new comers

If help to the colleagues job, sharing personal stuff
quality. Even it may be more important for some services where
customers will prefer to contact with the same service provider
over the time.

Results of the study were somewhat incongruent with extant
literature. Procedural justice was a predictor for turnover
intentions and job satisfaction of employees. However, distributive
and interactional justice were even stronger predictors for
turnover intentions and job satisfaction. This means that employ-
ees’ decision to leave the hotel that they have been working for is
related to how the decisions about the allocation of rewards are
made in the hotel. But even if the perceptions of fairness in
decision-making procedures could be achieved, the actual rewards
they have received will further explain their decisions to leave.

As opposed to other studies, in our study distributive justice
was a stronger predictor for organizational citizenship behavior
compared to procedural justice. Employees’ OCB such as helping
fellow workers or doing more than they are required to is more
related to the fairness of the rewards they have been allocated. As
the most important factor of production and service, employees
play a significant role in the effectiveness of organizations.
Creating a sense of belonging to the organization with loyal
employees and fostering loyalty among employees can be a
competitive advantage in today’s business world. Therefore,
managers in hospitality industry in North Cyprus with stiff
domestic and international competition should come to under-
stand that transparency in the fairness of firm’s procedures and
rewards will allow them to develop more loyal and committed
employees. Hotel managers have to become aware of the extent
their decisions and their methods of making the decisions
influence the performance of their staff, and how this in turn
impacts customer satisfaction. Managers should realize that in the
hospitality industry employees have a need to see equitable
rewards. Our findings show that employees not only look to see fair
procedures in place for the distribution of rewards, but the actual
fairness of the distributed rewards are also critical in both
voluntary turnover decisions and organizational citizenship
behaviors. It is not enough for managers to develop human
resource management procedures that are fair, but it is also very
important that the end results of the procedures are perceived as
fair.

7. Limitations and opportunities for future research

The present findings have several implications for future
research, some of which are related to the limitations of this
study. In this study, only 5 star hotels in North Cyprus were
investigated. Thus, the generalizability of our results is somewhat
limited and findings could be specific to these types of establish-
ments. Other limitations of this study are small sample size and
representativeness of the sample where non-probabilistic sam-
pling method and convenience sampling were used. Future
research in this field can investigate how job satisfaction and
organizational justice may influence turnover decisions and
organizational citizenship behaviors in different cultural and
organizational settings.
Mean Std. deviation

3.90 0.77

3.90 0.82

3.88 0.83

3.87 0.88

3.87 0.83
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Mean Std. deviation

Respect to other persons rights and preferences 4.00 0.81

Consult about the decisions which create effect on others 4.17 0.80

Consult before making any decision 4.08 0.76

Complaints about the nonsense situations in the org. 2.85 0.95

Finding a mistake for every kind of decision making in the org. 2.46 0.69

Feeling anger and unsafe because of the innovations in the org. 2.31 0.85

Giving priority to personal problems 2.23 1.07

Not reading the brochures and documents related to the org. 2.40 1.03

Being punctual 3.94 0.77

Attendance is over the average 3.85 0.75

If attendance is not possible, making the others to know about it 4.23 0.91

Being organized in the org. 4.10 0.69

Being aware of the improvements in the org. 3.94 0.84

Attending to the meetings and telling about opinions 3.71 0.86

Job satisfaction
Being satisfied with the amount of pay received for the job done 3.38 0.90

Being satisfied with the working conditions 3.73 0.86

Feeling of getting paid fairly 3.27 1.06

Being relatively well rewarded financially for the work 2.54 1.10

Distributive justice
Fair rewards with regard to responsibilities 3.63 0.96

Fair rewards with regard to education level 3.67 1.02

Fair rewards with regard to the efforts 3.85 0.87

Fair rewards with regard to stress and the tension created by the job 3.38 1.01

Fair rewards with regard to the fulfilled responsibilities 3.88 0.91

Procedural justice
Being neutral about decision making 3.63 0.79

Listening to others before decision making 3.56 0.91

Collecting right information related to the topic for decision making 3.75 0.73

Giving additional information when necessary 3.58 0.79

Decisions are implemented to everyone consistently 4.17 0.78

Right to deny or accept the decision 3.42 1.03

Interactional justice
Being polite and concerned for decisions about my job 3.73 0.79

Being respectful and careful for decisions about my job 3.58 0.79

Being sensitive to personal needs for decisions about my job 3.65 0.78

Being sincere for decisions about my job 3.50 0.82

Giving importance to personal rights for decisions about my job 3.65 0.81

Implications of the decisions about my job is told to me 4.04 0.76

Explanation for the decisions related to my job 3.79 0.79

Logic explanations for decisions taken about my job 3.67 0.78

Clear explanation for decisions related to my job 3.46 1.07

Turnover intentions
Often thought of quitting 2.65 1.04

Looking for a new job next year probably 2.50 0.82

Leaving the job next year 2.44 0.93
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