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Abstract: Problem statement: This research study analyzed the impact of orgdioizal justice as
encompassed by two components, namely distribjustece and procedural justice on employee’s job
satisfaction, organizational commitment, and tueromtention. This study revealed a positive and
significant relationship showing that the foundatimf an employee’'s job satisfaction and
organizational commitment is within the applicatiohboth distributive and procedural justice, and
this supports a significant negative relationshigurnover intentionApproach: This study included
the design and distribution of a self-administege@stionnaire to 300 Malaysian employees working
for small and middle size companies in the Malays{dang Valley. The sample consisted of
managerial and non-managerial employees who vaoatieto participate in this study. The results
supported the hypothesis that distributive and guacal justice has significant relationship with
employee’s job satisfaction, organizational commaitinand turnover intentiofiResult: This finding
implied that the higher the level of employee’s gegtion towards fairness to the means used to
determine outcomes (procedural justice) and fagrrgdhe outcomes employees receive (distributive
justice) tended to increase the level of employ@as’'satisfaction, organizational commitment while
reduces turnover intention. Therefore, organizatitimat take a proactive approach to understand
employee’s perceptions of distributive and procabtljustice, and provide appropriate working
environment can potentially reap benefits includingst associated to employee retentions.
Conclusion: The findings in this study would help managers hodiness organization in Malaysia
to formulate strategies that involved work factersch as distributive and procedural justice to
improve the management of human resource develapniEmese strategies would help in
influencing positive behaviors among employees, dmhce achieve effectiveness and high
productivity in the organization. Therefore, it wasrth the effort for the organization to train and
educate their managers on the impact of perceptbsganizational justice on the motivation and
commitment of their employees.

Key words: Organizational justice, job satisfaction, disttila, procedural justice

INTRODUCTION policies. The reward included a variety of beneditsl
perquisites other than monetary gains. Employeds wi
The globalization trend, technology development,higher job satisfaction was important as they lelie
new business practices and technology continuouslthat the organization would be tremendous futurén
influence organizations in Malaysia. Many companiedong run and care about the quality of their wdr&nce
were also facing intensive challenge of improvihg t they were more committed to the organization, have
employee’s job satisfaction, organizational commaitin  higher retention rates and tend to have higher
to gain the competitive advantage and retentiokegf  productivity (Ishigaki, 2004).
employees in the organization. Successful orgapizsit Committed employees were more likely to perform
realized that employee retention was important tdeyond the call of duty to meet customers’ needs an
sustaining their leadership and growth in thewere highly motivated to work to the best of their
marketplace (Mello, 2006). ability. These traits were crucial for continuedstmmer
Employees were more satisfied when they felt thexcommitment and ongoing revenue and growth for an
were rewarded fairly for the work they have done byorganization. Committed employees remained in the
making sure rewards were for genuine contributions employment of the company longer, resisted
the organization and consistent with the rewardcompetitive job offers, did not actively look fother
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employment and recommend the company to others awganizational effectiveness. According to Tagigal.

a good place to work. The longer the companies kepl996), there was one factor related to the distiiie
their employees; there would be no need for aduifio justice to which the extend how fairly employeeseave
expenditure to train new employees. Recent studiesewarded while there were five identified factors
have shown that managers were able to reducgspects) of procedural justice, namely fairness- t
unwarranted employee turnover because the mostay communication, trust in supervisor, clarity of
important factors driving employee satisfaction andexpectations and understanding of the performance
commitment were largely within the direct purviemda appraisal process. They found that distributivetiges
control of the manager. These included providingwas significantly related to satisfaction with pay,
recognition, regular feedback and ensuring fairpromotion, the performance appraisal, and
compensation reflecting an employee’s contributionsorganizational commitment while procedural justice
and value to the organization (Insightlink were related to satisfaction with supervision, self

Communication, 2004). reported performance appraisal rating, performance
Employees in an organization have always been appraisal, commitment, and job involvement.
key asset, as their departures could have a ggntfi Meyer and Smith (2000) considered the justice

effect on the implementation of the organization'sclimate of the procedural, interpersonal and the
business plans and may eventually cause a paralleiformational, and suggested that the provision of
decline in productivity. As such, employee retemtio training of managers to ensure that all of their
was important to the long-term growth and succdss cemployees perceived fair treatment. Facilitating
the company. Retaining the best employees wouldneetings where subordinates were able to exphness t
ensure customer satisfaction and effective suamessi opinions, and that needed information was well
planning (Mello, 2006). It would also improve communicated, that explanatory role-playing was
investor's confidence, as they were concerned thigh performed, and that interpersonal sensitivity was
organization’s capacity to perform in such wayst thaobserved when providing performance appraisal
would positively influence the value of their intieent  feedback to subordinates. As well as establishing
in the company. Hence, there was no question thaiolicies, that increased the likelihood of procedand
uncontrolled employee turnover could damaged thénformational justice and rule satisfaction.
stability of the company and consequently the matio In addition, employees in more flexible plans were
economy. found to have higher perceptions of proceduraligast
This study seeks to answer the following researclthan those in more traditional benefit plans (Caiel
guestions: Flint, 2004; 2005). Flexible plans were involved in
allocating employer contribution amounts by chogsin
« Does distributive and procedural justice and affect benefits and coverage levels, and therefore emptoye
employee’s job satisfaction, organizational were able to have control over benefit outcomes sisc
commitment and turnover intention for Malaysian life insurance, long-term disability, health insuea,
employees dental insurance, and pensions. Employers were
« Do what degree of the impact of distributive andbecoming facilitators rather than providers of Wise
procedural justice on employee’s job satisfaction,in the flexible benefit plans. Hence, it may pravid
organizational commitment and turnover intentionhigher perceived value of benefits because emptoyee
for Malaysian employees become more aware of the value of their benefits in
terms employer's cost and coverage levels. Besides
Below, we reviewed the literature and developedhat, consistent treatment meant that all employees
related hypotheses for the variables of interefipWed  the opportunity to make benefit choices and supplie
by the description of the sampling design, selecté  with accurate information to use in making theinéiét
measurement scales and data analysis techniquedgcisions. It was suggested that organizations take
Afterwards is a presentation and discussion oflfesu proactive approach to understand how the employees
limitations of study and implications for practiiers determine their perceptions of procedural and

and future research. distributive justice, and design a benefit plan
accordingly, and this could increased the empldyees
Literature review: perceptions of justice and ultimately reap the eissed

Organizational justice: For the past three decades, HRbenefits including improved employee retention,
managers and researchers have recognized tfihanced ability to hire and increased benefits
important relationship between organizational pestind ~ satisfaction.
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All of the studies reviewed above demonstrated
that distributive and procedural justices were intquat
in predicting employees’ subsequent personal
satisfaction and commitment to the organization.
According to Tanget al. (1996), it was also important
for organizations to ensure that they communicéhted
relevant information to employees. The improvement
the perceptions of informational justice as well as | Distributivejustice §| Jobsatisfaction
procedural  justice is  through information
communicated by higher levels of management and by
organizational policies and practices. Another aspe
was two-way communication to identify the needs, Organizational
desires, and expectations of employees, that helpec commitment
them to achieve their goals and objectives, togpize
their achievements and their accomplishments, geovi
feedback, and allows for an employee’s input. Ashsu
performance appraisal criteria and possible rewards | Proceduraljustice Turnoverintention
should be expressed to their employees clearly to
enhance their understanding of the process and
improving their performance and trust in managersgig. 1: Research model
They have also suggested that by applying ruletyfai

and consistently to all employees and reward theny: The two independent variables (distributive ifest
based on performance and merit without personal, bia  and procedural justice) do not significantly explai
would have a positive perception of procedural and  the variance in organizational commitment in
distributive justice, which might lead to a higher Malaysia

satisfaction, commitment and involvement. As wall a

procedural and distributive justice, ‘interpersonal jypothesis 3:

sensitivity” and the supply of information to empées,

and adding that there is a great need of a focuh®n - The two independent variables (distributive ifest
actual presentation of needed information. Th_eeefo_r and procedural justice) do significantly explaie th
managers needed to understand employee’s intention, yariance in turnover intention in Malaysia

values, and attitudes, to communicate clearlyespect H;: The two independent variables (distributive ifest
their wishes and to project courtesy and friendite and procedural justice) do not significantly explai
Based on the above literature, this study seek t0  the variance in turnover intention in Malaysia
investigate how significance was the perceptions of
organizational justice on employee’s job satistagti
organizational commitment and turnover intention in
the context of Malaysian employees. The following
hypotheses were developed:

Independent variables:
Organizational
justice

Dependent variables:
Emplovee’s work
outcome

The framework (Fig. 1) signified the research
model for this research studly was the outline for the
research study that consisted of two major atteut
namely independent and dependent variables, which
Hypothesis 1: serves as guidelines for conducting the researdfy st

The independent variables in this research studge we
Ho: The two independent variables (distributive itest  components of organization justice, namely distiiteu
and procedural justice) do significantly explaie th justice and procedural justice, while dependeniatie
variance in job satisfaction in Malaysia includes employee’'s work outcome, namely job

Hi: The two independent variables (distributive igest  gagisfaction, organizational commitment and turmove
and procedural justice) do not significantly explai jntention.

the variance in job satisfaction in Malaysia

Hypothesis 2: MATERIALS AND METHODS

Ho: The two independent variables (distributive iest A distribution of three hundred self-administered
and procedural justice) do significantly explaie th questionnaires to the respondents who were woriking
variance in organizational commitment in the Klang Valley, Malaysia. The questionnaire was
Malaysia designed to test the three hypotheses was sepam&ted
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two sections. The questionnaire consisted of 4@&Result of Hypothesis 1:Table 1 showed the Pearson
qguestions, whereby the first section obtained theCorrelation between distributive justice, procediura
demographic variables of the respondents such gsstice and job satisfaction. The value of Pearson
gender, age, education level, current positionymats  Correlation equaled 0.282, which indicated a weak
of service with the organization, while the secondcorrelation between distributive justice and job
section is to test the hypotheses. satisfaction (Saunderst al., 2006). Result also

In the second section, the questions consisted dfdicated a positive relationship between distiimit
five parts, namely job satisfaction, organizationjustice and job satisfaction. Since the p-value leas
commitment, turnover intention, distributive jugtiand ~ than 0.05, hence there was significant relationship
procedural justice. Respondents were required te raPetween distributive justice and job satisfactioithw
their importance towards each factor based on tiker?>% confidence level.

. . . p - The value of Pearson Correlation equal 0.458
five-point scale ranging from “1-Strongly Disagreg, L . . '
Disagree 3-Neutralg4-gAgree 5-Stronglz Agreg” which indicated a fair correlation between procetlur

. - . X ustice and job satisfaction (Saundeasal., 2006).
This self-administered questionnaire was to allo L L . .
. : Result also indicated a positive relationship betwe
the researchers to collect relevant informatiotesd the

lationshio b | , i €rocedural justice and job satisfaction. Since phe
re at|qns P e_twe_en employee's  perceptions  of,ge is less than 0.05, hence there was significan
organizational justice and work outcomes. The

X "“relationship between procedural justice and job
measures of the dependent variables, namely joBRatistaction with 95% confidence level.

satisfaction, organizational commitment and turmove From the results obtained in regression analysis a
intention variables and independent variables, fMame shown in Table 2, the value of R was 0.461, valug®o
distributive and procedural justice in this resbastudy  equals 0.21, which mean 21% of variation in job
have been modified from the scales adopted by Leeatisfaction was due to variation in distributivstjce
(2000) and was discussed as below: and procedural justice. The p-value is very lowsgle
than 5% significance level), therefore accepted nul
- Job satisfaction was the mean of a 6-items scal@yPothesis i whereby the two independent variables
that addressed the extent to which the respondeflistributive justice and procedural justice) did
was satisfied with their overall job significantly explained the variance in job sait$ian.
«  Measurement of organizational commitment wasHence, the model adequately explained the relatipns

by a 6-items scale that contained statements th‘.Jﬁetween the job satisfaction, distributive justiaed

described participants’ commitment to the Procedural justice.
organization in which they work From the result output, the value of the t-test

. Measurement of turnover intention was by a 5_statistics for ‘distributive justice’ was 0.734 apralue

items scale. Asking respondents to evaluate thei}‘vas .0'4_6 (’_“C”? t,ha.n 5% significancg Ig\_/el), hence
likelihood of staying or leaving their work distributive justice’ did not contribute signifiodly to

organization assessed loyalty the model. However, the value of the t-test siatiftr

* Measurement of distributive justice was by using‘procedural just:)ce’_wa}s 4.977 and p-value‘ was very
the mean of a 5-items scale whereby the iteméow (less than 5% significance level), hence ‘pohaal

described the respondents perceptions thaH,Jstlce did contribute significantly to the model.
distribution of pay and benefits is fair and eqiéa.  Taple 1: Correlation result for Hypothesis 1

compared to similar jobs externally and reflect on Job Distributive Procedural
their performance appraisal satisfaction justice justice
+ Measurement of procedural justice was by a 19-Job satisfaction 1.000 0.282 0.458

: : : istributive justice 0.282 1.000 0.516
item list based on literature related to proceduraEroceduraljustice 0.458 0.516 1,000

justice, namely fairness (4'_It¢ms_)’ Commu_r]lcatlonCorrelation is significant at the 0.01 level (2¢d)
and employee’s participation (7-items),
performance appraisal (5-items) and trust (3-items)Table 2: Multiple regression results for Hypothekis

Beta t Sig(p) R R
(Overall distribution 0.461(a) 0.212
RESULTS AND DISCUSSION and procedural justice)
(Constant) 1.646 6.396 0.000
. . istributive justice 0.049 0.734 0.464
Results consisted of three sections to tesEroceoluraljustice 0451 4977 0.000

Hypothesis 1 to 3 as below: A dependent variable: Job satisfaction
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The explanation of the two independent variatdes i The value of Pearson Correlation equals 0.475,
by using the multiple regression equation: which indicates a fair correlation between procetur
justice and organizational commitment (Saundee.,
2006). Result also indicated a positive relatiopshi
between procedural justice and organizational
o commitment. Since the p-value is less than 0.06¢cée

Based on the beta coefficient from the Table €, th there was significant relationship between procaidur
regression weight for ‘distributive justice’ was089  jystice and organizational commitment with 95%
and ‘procedural justice’ was 0.451. Hence, thetiplel  confidence level.
regression equation (fitted model) was as follows: From the results obtained in regression analysis a

shown in Table 4, the value of R was 0.535, valig®
Job Satisfaction = 1.646 + 0.049 (distributive ijuest + 0.451  equals 0.28, which mean 28% of variation in
(procedural justice) organizational commitment was due to variation in

distributive justice and procedural justice. Theghie

Based on the equation above, the relativaV@s Very low (less than 5%_ significance level),
predictive importance of the independent variabves therefore accepted null hypothesig Whereby the two

established by comparing these beta weights, hénceindependent_ V?‘”ab'e? (o_listri_butive justic_e and
could be concluded that among the two independerﬁrocecluralI justice) did significantly explain the

. S . variance in organizational commitment. Hence, the
variables, procedural justice was more influentien ; . .
e S : - .., model adequately explained the relationship between
distributive justice in predicting employee’s job

. : T the organizational commitment, distributive justeed
satisfaction. Note that distributive justice wast reo 9 )

anifi dictor  theref h ; _ Iproceduraljustice (there was a goodness of fit).
signincant  predictor;  therefore, there Is partia From the result output, the value of the t-test

supportive data for Hypothesis 1. statistic for ‘distributive justice’ was 3.544 apevalue
was very low (less than 5% significance level), den

Result of Hypothesis 2:Table 3 showed the Pearson ‘distributive justice’ did contribute significantl§o the

Correlation between distributive justice, procedluramodel. However, the value of the t-test statistc f

justice and organizational commitment. ‘procedural justice’ was 4.00 and p-value was \ery
The value of Pearson Correlation equal 0.456(less than 5% significance level), hence ‘proceldura

which indicated a fair correlation between disttiper  justice’ did contribute significantly to the model.

justice and organizational commitment (Sauncees., The explanation of the two independent varialses i

2006). Result also indicated a positive relatiopshi by using the multiple regression equation:

between distributive justice and organizational

commitment. Since the p-value was less than 0.05, vy =a +BX; + BoXo + PaXs + BaXs + PruXn

hence there was significant relationship between

Y = a +BiXg + PoXo + PaXa + BaXs + BrXn

distributiv_e justice and organizational commitmeiith Based on the beta coefficient from the Table @, th
95% confidence level. regression weight for ‘distributive justice’ is 62 and
‘procedural justice’ is 0.401. Hence, the multiple
Table 3: Correlation result for Hypothesis 2 regression equation (fitted model) was as follows:
Organizational  Distributive Procedural
commitment justice justice
Organizational commitment 1,000 0.456 0.475 Organizational Commitment = 1.82 0.Z6X5tdbutive justice
Distributive _just_ice 0.456 1.000 0.516 +0_401( procedural justi()e
Procedural justice 0.475 0.516 1.000

Correlation is significant at the 0.01 level (2¢d) ) )
Based on the equation above, the relative

Table 4: Multiple regression results for Hypothesis predictive importance of the independent variabas

Beta t Sig(p) R R established by comparing these beta weights, hince
(Overall distribution 0.535(@) 0286 could be concluded that among the two independent
agd procedural justice) variables, procedural justice was more influentiein
(Di;’:iztjt’i‘\?e justice é:ggcl’ g’:gii 8:882 distributive  justice in  predicting employee’s
Procedural justice 0.401 4.007 0.000 organizational commitment. The results show that th
A dependent variable: Organizational commitment data supports Hypothesis 2.
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Result of Hypothesis 3:Table 5 shows the Pearson From the result output, the value of the t-test
Correlation between distributive justice, procedlura statistic for ‘distributive justice’ is -1.02 andvalue is
justice and turnover intention. 0.306 (more than 5% significance level), hence

The value of Pearson Correlation equa|5 -0_339‘,distributive justice’ does not contribute S|gnEim|y to
which indicates a fair correlation between disttiper ~ the model. However, the value of the t-test siatifstr
justice and turnover intention (Saundetsal., 2006). Procedural justice’ is -6.149 and p-value is vdoy
Result also indicates a negative relationship betwe (less than 5% significance level), hence ‘procedura
distributive justice and turnover intention. When lustice” does contribute significantly to the madel _
employee perception of distributive justice is hitteir T_he explanat!on of the two mdepepdgnt variatses i
turnover intention will be low. Since the p-valiseléss by using the multiple regression equation:
than 0.05, hence there is significant relationship
between distributive justice and turnover intentwith

95% confidence level. o
The value of Pearson Correlation equals -0.539 Based on the beta coefficient from the Table 6, th

regression weight for ‘distributive justice’ is 8.7 and
‘procedural justice’ is -0.706. Hence, the mukipl
regression equation (fitted model) is as follows:

y = a +PaXy + PoXz + BaXs + PaXa + PrXn

which indicates a fair correlation between procatur
justice and turnover intention (Saundetsal., 2006).
Result also indicates a negative relationship betwe
procedural justice and turnover intention. When
employee perception of procedural justice is htykijr Turnover Intention = 5.355 - 0.087 (Qistributivestjiue) -
turnover intention will be low. Since the p-valiseléss 0.706 (procedural justice)

than 0.05, hence there is significant relationship

between procedural justice and turnover intentidti w Based on the equation above, the relative
95% confidence level. predictive importance of the independent variabtes

From the results obtained in regression analysis afStablished by comparing these beta weights, hiénce

shown in Table 6, the value of R is 0.544, valuRdf ¢a" be concluded th"."t among the tyvo ind(_apendent
equals 0.29, which means 29% of variation invarlables, procedural justice is more influentinhr
employees’ t,urnover intention is due to variation i @stnputwg justice in predicting e.mp_loyge’s.tum_@
distributive justice and procedural justice. Theghe |ntent|o_n n Malay3|a.. Note that distributive “’r.m' IS
' not a significant predictor; therefore, the datatipty

is very low (less tha_n 5% significance Ieyel), Hiere supported Hypothesis 3. Results presented thetsasiul
accept null hypothesisg-whereby the two independent the statistical analyses of the hypotheses baseitheon

variables (distributive justice and proceduraligetdo  45ia collected from the questionnaire. The relatitm
significantly explain the variance in turnover imen  shown and discussed among the variables used the
in Klang Valley. Hence, the model adequately esla pearson correlation analysis and multiple regressio
the relationship between the turnover intention,The analysis shows that the data partially supporte
distributive justice and procedural justice (theras a Hypotheses 1 and 3 while the data supported

goodness of fit). Hypothesis 2.
Table 5: Correlation result for Hypothesis 3 CONCLUSION
Turnover Distributive Procedural
intention justice justice
Turnover intention 1,000 20.339 20.539 Implications: This study provided some guidelines to
Distributive justice  -0.339 1.000 0.516 assist managers to understand how to reduce engploye
Procedural justice  -0.539 0.516 1.000 turnover, increase job satisfaction and organinafio
Correlation is significant at the 0.01 level (2ed) commitments, by making better decisions about the
outcomes and procedures for their employees. The
Table 6: Multiple regression results for Hypotheis research findings indicated the importance to itelu
_ Beta t Sig(p) R R the management of both fair procedures and fair
gon‘éeg?gc‘l'ggigrfbf;rt‘ice) 0.544(a) 0.296 gytcomes. These findings helped the managers to
(Constant) 5355 16.433 0.000 understand how fa_ur judgments could contribute
Distributive justice -0.087 -1.027 0.306 towards the effective management of workforce
Procedural justice -0.706 -6.149 0.000 through implementation of organizational policiesls
A dependent variable: Turnover intention as reward and performance evaluation policies.
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The results have several valuable practicakollecting the data, the researcher attempted diode
implications for the managers. Managers need t@ diverse range of organizations and employee=ring
apply rules fairly and consistently to all emplogee Of demographic characteristics. This procedure has
and rewarding them based on performance and mertade the sample less concentrated on a specifior fac
without personal bias in order to create a positiveand does not represent the random sampling proeedur
perception  of distributive and procedural justice Therefore, the interpretation of this sample is aas
(Tanget al., 1996). The perceptions of unfaimess carconvenience sample. Although the sample of thidystu
result in negative reactions to the organizatiare tp ~ '€Presents a wide range of industries, jobs, aes af
poor job satisfaction, commitment and turnover. the working population, it is a self-selected samphe

This research study also has several implicationée.zlUIts ma:jy not rep_resentb\l/vorkers In areals In .Wh'ﬁh
for managers concerned with the high economic cost Ilare15p\;gﬁe economic problems are prevalent in the
of obtaining and retaining a committed workforcéeT 9 y
present findings suggest that procedural fairness h Suggestions for future research:The present study
more effect on their job satisfaction, organizaslon also dealt with employees working for private
commitment and turnover intention than distributive companies, in which management practices are highly
justice does. Hence, managers should be paying mofecused on visible performance of individual
attention to the means or the process of decisioemployees. However, government-related or other
making for the distribution as it will leads to stdntial ~ public organizations may view HR management
pay-offs in individual job satisfaction, organizaial  systems differently from those in the private sgcto
commitment and turnover intention. Generally, thehence, emphasis on individual performance may
economic costs of acting in a procedurally fair mem POssess a lesser value. As such, further research i
such as treating individuals with respect andneeded to examine the generalization of theserfgwi
justification for actions are minimal when compario {0 nonprofit and/or government organizations.
the cost of distributive fairness. Therefore, mamag Therefore, a recommendation is that further
can influence important work attitudes through ticen research applies to other regions and environments:
and maintenance of a procedurally fair climate. .

As such, managers needed to nourish a
procedurally fair climate environment in the
organization by establishing two-way communication
to allow their employees the opportunity to papate
and voice their preferences and opinions during the
decision making process (Wong and Teoh, 2009, Future research should also attempt to achieve a
Wong, 2006; 2007; Potter, 2006; Muhammad, 2004|arger random sample to determine whether general
Cole and Flint, 2005; Lemons and Jones, 2001). & hil results apply to a larger population sample size.
management usually retained the prerogative ta alte  Future researchers can improve the general
the policies and procedures, however, by infornthey  application of the present study by replicatingsthe
employees about possible changes and seeking thesults using other samples and other methodsrd-utu
opinions of those changes might avoid deterioratihg research should also examine the effects of
their work attitudes. Therefore, the human resourcénterpersonal and informational justice climatesdods
played an important role in devising policies andorganizational outcomes such as job satisfaction,
procedures that are visible in demonstrating theirganizational commitment and turnover intention.

commitment to open communication, empowerment! herefore, suggested suggestion is made that future
and a just environment. research should consider experimental or longitldin

approach and other consideration in terms of stibjec
and setting of the study to generalize the reghiés

Limitations: This s_tudy _has several I|m|tat|ons._ First, allow for reaching conclusions that are more coecre
the small sample size raises concern about sangde b
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