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ABSTRACT  

 
The paper intends to examine the relationship between perceived organizational injustice, organizational 

commitment, and turnover intention. Besides, the paper investigates the mediating role of job satisfaction on 

the relationship between organizational injustice, organizational commitment, and turnover intention. The 

presence of gender as a moderating role is also tested. Testing hypotheses on 203 MNCs employees, the 

paper finds that distributive and interactional injustice are associated with organizational commitment, job 

satisfaction, and higher turnover intention. Procedural injustice has a direct negative influence on job 

satisfaction. Job satisfaction has a mediating effect on the relationship between organizational injustice, 

organizational commitment, and turnover intention. Gender is found to have a moderating effect on the 

relationship between organizational injustice and turnover intention. This study's findings serve as 

guidelines to help managers better understand organizational behaviors, specifically on how to minimize 

employee turnover, improve job satisfaction and organizational commitment, and make better decisions in 

managing the perception of distributive and interactional injustice when dealing with their employees. 
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1. INTRODUCTION  

 
As organizations grow, human capital is the crucial element that drives the growth of an 

organization. Therefore, an organization's ability to retain its high performing employees will 

bring great reward and success to the organization itself. Organizations need to pay more 

considerable attention to vital organizational behaviors such as employee job performance, 

commitment, and job satisfaction since organizational outcomes or behaviors may affect 

organizational performance (Rubel & Kee, 2015a, 2015b; Ansari et al., 2007, 2008; Kee et al., 

2004; Chen et al., 2006). One of the most prominent factors that may affect organizational 
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behaviors is organizational justice, which according to Greenberg (1993), an individual's 

perception of justice or fairness about treatment received from an organization and the behavioral 

responses to such perceptions. 

 

Where the main problem lies? There was no single word that comes to define perceived injustice 

as much as 'unfairness.' Searching in the Internet dictionary led to a realization that 'fair' has been 

defined as (a) free from bias, dishonesty, or injustice, equitable, impartial, legitimate, following 

the rules or standards; and (b) offering an equal chance of success. Cohen (1986, p.4) defined 

justice as "a central moral standard against which social conduct, practice, and institutions are 

evaluated." In other words, 'fairness' embodies the concepts of justice and 'rightness.' To be 

treated 'fairly' or justly means that one is treated according to the established rules or standards in 

our community today; and treated in the same unbiased, equitable way as one's colleagues, 

neighbors, or friends. 'Fairness' is an attitude of mind that influences judgments. The difference 

between 'what we perceive' and 'what we expect to perceive' drives us to explain 'justify' 

behaviors or treatments. If a justification cannot be found, a sense of unfairness or injustice can 

affect us emotionally and behaviorally, eventually affecting organizational performance. In this 

paper, organizational injustice refers to employee perceptions of unfairness at the workplace. 

While organizations strive towards becoming lean and cost-effective under current global 

economic conditions, the issue of justice is again under the spotlight. Under pressure to perform, 

organizations must take various actions to improve operating margin and net profit through 

expense reduction. Of all those actions taken, activities that involved cost reduction have an 

impact on employees. Employees tend to view such measures or actions taken as unfair and 

merely an act of injustice. As a result, employees create a feeling of unappreciation, and thus, in 

the long run, their level of satisfaction and commitment will be severely affected. 

 

Consequently, the perception of injustice over time forms in organizations and somehow 

influences many critical factors in organizational behaviors, especially its employees' well-being. 

Understanding how the organizations and employees contribute to resolving this perception of 

injustice is critical to finding ways to connect employees to organizations psychologically and 

facilitate employees' effectiveness in their job. This study investigates the relationships among 

organizational injustice, organizational commitment, and turnover while considering job 

satisfaction as a mediating factor and gender as a moderator. Previous literature mainly focuses 

on organizational justice, while this paper extends existing research on organizational injustice 

and how it influences MNCs employees' attitudes and behaviors at work.   

 

 

2. LITERATURE REVIEW 

 

The paper conceptualizes organizational injustice into three dimensions, namely distributive, 

procedural, and interactional. Distributive injustice refers to the perceived unfairness of how 

resources and rewards are being distributed throughout an organization. Procedural injustice is 

the perceived unfairness of the means used to determine those amounts (Folger & Konovsky, 

1989). Interactional justice is defined as "the interpersonal treatment that employees receive 

during the enactment of organizational procedures" (Bies & Moag, 1986, p. 44). Bies and Tripp 

(2001) argue that interactional justice can be distinguished from procedural justice. The debate 

on a new dimension of organizational justice has created a cloudy arena. However, studies have 
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found that interactional justice did make a distinctive contribution in explaining many 

organizational outcomes (Cohen-Charash & Spector, 2001; Colquitt et al., 2001).  

 

Organizational commitment and turnover intention are the dependent variables of the study. 

Porter et al. (1974) conceptualized organizational commitment as having faith in and overall 

accepting organizational goals, willingly working for the organization, and desire to remain with 

the organization. Mowday et al. (1982) defined organizational commitment as the relative 

strength of an employee's identification with and involvement in an organization. Mowday and 

Steers (1979) found a positive relationship between job satisfaction and organizational 

commitment. Past studies reported negative relationships between organizational commitment 

and turnover intention (Rubel & Kee, 2015a, 2015b; Ansari et al., 2007; Kee et al., 2004). A 

couple of studies on gender as the moderating factor on organizational commitment observed that 

females were more committed than males (Angle & Perry, 1981). The issue of organizational 

commitment has continued to be a vital aspect for managers in organizations. In today's world of 

fast speed and degree of change in organizations, managers continuously look for ways to 

enhance and inculcate employees' commitment and competitive advantage.  

 

Mobley et al. (1978) defined turnover intention as voluntarily leaving a job. Turnover intention 

can be described as a plan to switch employer voluntarily. Employee retention has become a 

significant challenge facing many organizations today. Extensive empirical research has been 

performed in the past on the relationship between HR practices and employee turnover, 

particularly from the organizational perspective (Kee et al., 2020; Paul & Kee, 2018, 2020; Rubel 

et al., 2020; Rubel & Kee, 2015a: 2015b; Rubel et al., 2018). The turnover process typically 

means separation or the severance of the relationship between an individual employee and the 

organization. Since employee turnover has a substantial impact on an organization's operation 

and cost, both academic scholars and practitioners continue to seek strategies that encourage 

employees to stay (Rubel et al., 2017). Employee retention is typically a much better investment 

than recruiting new employees for replacement (Mitchell et al., 2001). The study employs 

turnover intention because the turnover intention is the strongest predictor of actual turnover in 

organizations (Mowday et al., 1982).  

 

Job satisfaction is one of the most important work-related attitudes and most frequently studied in 

organizational behavior. Greenberg and Baron (1997) defined job satisfaction as employees' 

responses to their job. The paper suggests that job satisfaction is a potential mediator in the 

relationship between perceived organizational injustice, organizational commitment, and 

turnover intention. Also, the paper proposes gender moderates in the above relationship. The 

basic premise of social exchange theory (SET) is that relationships providing more rewards than 

costs will yield enduring mutual trust and attraction (Blau, 1964). Blau (1964) defines social 

exchange as individuals' voluntary actions driven by the expected returns they will receive due to 

their voluntarily initiated behaviors. In other words, SET involves a series of interactions that 

result in obligations among those engaged in the exchange process. This study suggests that job 

satisfaction and organizational commitment are channels through which employees may 

reciprocate or return the favor rendered by employers who well-treat them. For example, 

employers treat the employees fairly. Hence, this favor on employers causes an obligation on 

employees to reciprocate through job satisfaction and organizational commitment. The 

exchanged favors are indicators of investment in the relationship and mutual support. The SET 

theory suggests that employees are motivated to engage in job satisfaction and organizational 
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commitment based on a fair social exchange. In other words, if the employees perceive that they 

are treated unfairly, then employees are more likely to leave the organization. In this respect, the 

SET is applicable to understand better the effects of employers-employees interactions in the 

context of organizational injustice, job satisfaction, organizational commitment, and turnover 

intention. Figure 1 presents a research framework demonstrating the relationship between 

organizational injustice, job satisfaction, organizational commitment, and turnover intention.  

 

 

Figure 1: Proposed Research Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

One of this study's main research objectives is to examine the relationship between 

organizational injustice and organizational commitment. Previous studies have predicted that 

high organizational justice would result in high organizational commitment (Ansari et al., 2008; 

Luo, Marnburg & Law, 2017; Kaul & Singh, 2017; Kauppila et al., 2018; Cohen-Charash & 

Spector, 2001; Colquitt et al., 2001). However, there is no study done on organizational injustice 

to organizational commitment. Therefore, to reaffirm the above findings from the perspective of 

organizational injustice, the following hypotheses are proposed: 

 

H1a. Perceived distributive injustice is negatively related to organizational commitment. 

 

H1b. Perceived procedural injustice is negatively related to organizational commitment. 

 

H1c. Perceived interactional injustice is negatively related to organizational commitment. 

 

Similarly, previous studies also predicted that high organizational justice would result in low 

withdrawal behaviors such as turnover intentions. Therefore, it is assumed that organizational 

injustice may lead to a high turnover intention among employees. Drawing on this assumption, 

the second hypothesis was formed: 

 

H2a. Perceived distributive injustice is positively related to turnover intention. 

 

H2b. Perceived procedural injustice is positively related to turnover intention. 
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H2c. Perceived interactional injustice is positively related to turnover intention. 

 

Previous studies have shown that some form of relationship exists between job satisfaction and 

organizational commitment, but there have been several ongoing debates about the relationship's 

direction. The main observation is that job satisfaction is an antecedent of organizational 

commitment (Cugueró-Escofet et al., 2019; Mowday et al., 1982; Williams & Hazer, 1986). 

Research by Steers (1977) suggested that employees are likely to be more committed when their 

needs are satisfied by the organization. Past studies from Vandenberg and Lance (1992) supports 

that organizational commitment is an antecedent to job satisfaction. Another group views the 

relationship as a mutual one (Price & Mueller, 1981; Lance, 1991). Given this inconsistency, this 

study intends to investigate the relationship between job satisfaction and organizational 

commitment and investigate whether job satisfaction will mediate the relationship between 

organizational injustice and organizational commitment. Employees who perceive that justice 

exists in an organization are likely to be satisfied with their jobs, which is expected to increase 

their organizational commitment. The mediating role of job satisfaction is supported by Cugueró-

Escofet et al. (2019). Based on this assumption, the following hypotheses are proposed: 

 

H3a. Job satisfaction mediates the relationship between perceived  

distributive injustice and organizational commitment. 

 

H3b. Job satisfaction mediates the relationship between perceived  

procedural injustice and organizational commitment. 

 

H3c. Job satisfaction mediates the relationship between perceived  

interactional injustice and organizational commitment. 

 

Similarly, this study believes that job satisfaction mediates the relationship between 

organizational injustice and turnover intentions in organizations. Employees who perceive 

organizational injustice being practiced are likely to be dissatisfied with their jobs, which are 

expected to influence the cognitive response, leading to behavioral intentions to leave the 

organization. Based on this assumption, the following hypotheses were, therefore, framed: 

 

H4a. Job satisfaction mediates the relationship between perceived  

distributive injustice and turnover intention. 

 

H4b. Job satisfaction mediates the relationship between perceived  

procedural injustice and turnover intention. 

 

H4c. Job satisfaction mediates the relationship between perceived  

interactional injustice and turnover intention. 

 

The increasing literature on gender differences in women's career paths and work experiences in 

the accounting field found that the level of work commitment is not associated with gender 

(Pillsbury et al., 1989). On the contrary, a couple of studies on gender as the moderating factor 

on organizational commitment observed that females were more committed than males (Angle & 

Perry, 1981). This is also supported by studies from Major and Deaux (1982) that found females 

react less negatively than men when they are treated unfairly by a partner. Therefore, this study 
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investigates the moderating effect of gender on the relationship between organizational injustice 

and organizational commitment. Thus, the below hypotheses are specifically formed. 

 

H5a. The negative relationship between perceived procedural injustice  

and organizational commitment is stronger in females than in males. 

 

H5b. The negative relationship between perceived distributive injustice  

and organizational commitment is stronger in females than in males. 

 

H5c. The negative relationship between perceived interactional injustice  

and organizational commitment is stronger in females than in males. 

  

Rasch and Harrell (1990) discovered that senior female members somehow demonstrated higher 

turnover intention than males. On the other hand, Sweeney and McFarlin (1997) found that 

procedural justice has more impact on females regarding their intention to stay in an organization 

than males. This study investigates the influence of gender on the relationship between 

organizational injustice and turnover intentions. Therefore, the hypotheses are specifically 

formed. 

 

H6a. The positive relationship between perceived procedural injustice  

and turnover intentions is stronger in females than in males. 

 

H6b. The positive relationship between perceived distributive injustice  

and turnover intentions is stronger in females than in males. 

 

H6c. The positive relationship between perceived interactional injustice  

and turnover intention is stronger in females than in males. 

 

 

3. METHODOLOGY 

 

3.1 Data and Sample  

 

The study tested hypotheses using a sample of 203 employees in MNCs with organizational sizes 

ranging from medium to large size. These MNCs were involved in manufacturing, research, and 

development activities and designing electronic chips such as ASSPs, ASICs, FPGAs, 

microprocessors, flash memory, microcontrollers. These MNCs were well established and have 

been in the industries for more than five years. Therefore, these MNCs' organizational structures 

were clearly defined, and each department has its functions and responsibilities and clear 

reporting structures. Data collection was done through a structured questionnaire distributed via 

hardcopy by the researchers and close friends who work in MNCs.  

 

Table 1 presents a summary of the participants' profiles. Over half of the participants were male 

(56.7%). Approximately three quarters were Chinese (72.4%). 50.2% of participants were 21-30 

years old, and 46.3% were 31-40 years old. 97.1% of participants held a master's or bachelor's 

degree, indicating this was a highly educated sample. While 40% and 30% of the participants 

were middle management (section head and section manager) and lower management (comprises 
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engineering group lead/line supervisor), about 24% were in the technical/individual contributor 

category. Finally, 59.1% worked with the organization between 1 to 5 years, and another 34.5% 

worked with the organization between 6 to 10 years.   

 

 

Table 1: Participants' Demographic Profile 

Variable Category Frequency Percentage (%) 

Gender 
Male 115 56.7 

Female 88 43.3 

Age 

21-30 years 102 50.2 

31-40 years 94 46.3 

41-50 years 7 3.5 

Race 

Malay 33 16.3 

Chinese 147 72.4 

Indian 20 9.8 

Others 3 1.5 

Education Level 

Diploma 6 2.9 

Degree 164 80.8 

Master 33 16.3 

Job Position 

Top Management 12 5.9 

Middle Management 81 39.9 

Lower Management 61 30.1 

Technical/Individual Contributor 49 24.1 

Organizational Tenure 

1-5 years 120 59.1 

6-10 years 70 34.5 

11-15 years 10 4.9 

16-20 years 3 1.5 

 

3.2 Research Design 

 

The study was designed as a cross-sectional design, analyzing the data from first-hand (survey) 

data collection. There is no manipulation of independent variables (e.g., organizational injustice). 

Thus, this study performed confirmatory analysis on the relationship between the independent 

and dependent variables identified earlier. This study mainly focuses on employees from 

semiconductor based MNCs in the state of Penang, Malaysia. The study employed the judgment 

sampling technique. The sample must meet the criteria that the participants were full-time 

employees who have worked in MNCs for at least one year. Full-time employees with at least 

one year of employment were considered because the researchers argue that employment 

duration is essential in obtaining a more accurate and fair evaluation. A pre-test was conducted to 

examine the survey questions' clarity and see if improvement can enhance participants' 

understanding and interest while maintaining a suitable survey length. The pre-test survey was 

distributed to three MNCs HR managers to check if the questionnaire was straightforward and 

precise. Some questions were fine-tuned and revised.  
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3.3 Measures 

  

All measures were anchored using a 5-point Likert scale with the responses ranged from 1 

("Strongly Disagree") to 5 ("Strongly Agree"). A summary of the measurement instrument is 

shown in Table 2. 

 

 

Table 2: A Summary of Measurement Instrument 

Variables Source Items Cronbach Alpha 

Distributive Injustice 

Niehoff & Moorman (1993); Colquitt et al. (2001) 

5 
 

Procedural Injustice 6 0.79-0.91 

Interactional Injustice 8   

Organizational 

Commitment 
Mowday & Steers (1979) 8 0.83 

Turnover Intention Bluedorn (1982) 4 0.90 

Job Satisfaction Al-Dmour & Awamleh (2002) 5 0.88 

 

Distributive injustice. Using the scale developed by Colquitt et al. (2001) and Niehoff and 

Moorman (1993), participants rated five statements describing their view on the extent to which 

they feel that they are unfairly rewarded for their contribution to the organization.  

 

Procedural injustice. Following the work of Colquitt et al. (2001) and Niehoff and Moorman 

(1993), participants were asked to provide their views on six statements related to the general 

work procedures used in their organizations. An example of the item includes "My manager is 

biased in making job decisions affecting me."   

 

Interactional injustice. Interactional injustice was measured with ten items from Colquitt et al. 

(2001) and Niehoff and Moorman (1993). This injustice refers to the diplomatic communication of 

results and expressions of honesty in a conversation and if employees felt they are being treated with 

respect and dignity.  

 

Organizational commitment. Organizational commitment was measured with eight items from 

OCQ developed by Mowday and Steers (1979). Organizational commitment refers to the desire 

to stay put with an organization.  

 

Turnover intention. To assess turnover intention, four items were adapted from Bluedorn (1982). 

Turnover intention refers to the thoughts of the employee concerning leaving the organization 

voluntarily.  

 

Job satisfaction. Job satisfaction was assessed on a five-item scale that was developed by Al-Dmour 

and Awamleh (2002).  

 

3.4 Statistical Analysis 

 

Data collected from the questionnaires were analyzed using the SPSS. Initially, the data obtained 

were subjected to data cleaning before performing factor analysis and Cronbach Alpha tests to 

verify data validity and reliability. Multiple regression analysis was performed along with other 
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statistical analyses to verify the hypotheses formulated initially for this study. The effect of job 

satisfaction as a mediating factor, together with the moderating effect by gender, was assessed. 

 

 

4. RESULTS 

 

Table 3 presents descriptive statistics, reliability information, and zero-order correlations among 

study variables.  

 

 

Table 3: Descriptive Statistics, Cronbach's Coefficients Alpha, and Zero-order  

Correlations of All Study Variables 

Variables 1 2 3 4 5 6 

1. Interactional Injustice 0.89 
     

2. Distributive Injustice .56** 0.91 
    

3. Procedural Injustice .54** .44** 0.62 
   

4. Organizational Commitment -.73** -.70** -.49** 0.91 
  

5. Turnover Intention .65** .62** .48** -.81** 0.88 
 

6. Job Satisfaction -.74** -.80** -.55** .87** -.69** 0.89 

Mean 2.72 3.41 3.04 3.25 3.04 2.95 

Standard Deviation 0.77 1.02 0.86 0.76 0.93 0.87 

No. of Items 6 3 2 8 4 5 

       Note: N = 203; *p < .05, **p < .01, ***p <. 001 Diagonal entries indicate Cronbach's coefficients alpha. 

 

Hypothesis 1 examines the relationship between organizational injustice and organizational 

commitment. A regression analysis was conducted to test the hypotheses. Three organizational 

injustices were entered as independent variables, while organizational commitment was entered 

as the dependent variable. Distributive and interpersonal injustice were found statistically 

significant with organizational commitment. The relationship between distributive and 

interpersonal injustice was negatively correlated to organizational commitment with beta values 

of -.41 and -.48. The value of R2 shown was .66, which means that 66% of the variation in 

organizational commitment is explainable by organizational injustice. The results showed that 

procedural injustice was statistically insignificant in influencing organizational commitment. 

Thus, H1 was partially accepted as only H1a and H1b were accepted while H1c was rejected. 

The results were tabulated in Table 4. Hypothesis 2 assesses the relationship between 

organizational injustice and turnover intention. The results demonstrated that procedural injustice 

was, however, statistically insignificant in influencing turnover intention. Thus, H2 received 

partial support as H2a and H2c were accepted, while H2b was rejected.  

 

Hypothesis 3 predicts that the relationship between organizational injustice and organizational 

commitment is mediated by job satisfaction. As shown in Table 4, both distributive and 

interactional injustice were significantly related to job satisfaction with beta values of -.54 and -

.39, respectively. The effect of job satisfaction on organizational commitment showed a 

significant relationship with a beta of .71. While the distributive injustice dimension was reduced 

from a significant beta value of -.41 to non-significant, interactional injustices were reduced from 

-.48 to -.20 but remained statistically significant. R2 improves from .66 to .78 after the addition of 

job satisfaction as a mediator. The results showed that job satisfaction fully mediates the 
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relationship between distributive injustice and organizational commitment. However, it merely 

provides partial mediation for the relationship between interactional injustice and organizational 

commitment. The summary of the results is presented in Figure 2.  

 

 

Table 4: Summary of Hierarchical Regression 

Variables Organizational Commitment  Turnover Intention Job Satisfaction 

Distributive Injustice -.41*** .35*** -.54*** 

Procedural Injustice -0.05 -0.11 -.10* 

Interactional Injustice -.48*** .40*** -.39*** 

R2  0.66 0.53 0.78 

F Value 130.5 74.42 228.88 

Durbin-Watson Statistic 1.75 1.87 1.99 

Distributive Injustice -0.03 .23** 
 

Procedural Injustice 0.02 0.08 
 

Interactional Injustice -.20*** .31*** 
 

Job Satisfaction .71*** -.23* 
 

R2  0.78 0.54 
 

F Value 172.66 57.43 
 

Durbin-Watson Statistic 1.94 1.85 
 

      Note: * p < 0.05; ** p < 0.01; *** p <0.001. 

 

 

Figure 2: The Mediating Effect of Job Satisfaction on the Relationship between Organizational 

Injustice and Organizational Commitment 

 

Hypothesis 4, suggesting job satisfaction mediates the relationship between organizational 

injustice and turnover intention, was supported. Both distributive and interactional injustice's 

effect on turnover intention was reduced from beta values of .35 and .40 to .23 and .31, 

respectively. Overall, R2 improves slightly from .53 to .54 after the inclusion of job satisfaction 

as a mediator. In summary, the results have shown that job satisfaction partially mediates the 

relationship between distributive injustice and turnover intention and the relationship between 

interactional injustice and turnover intention. The summary of the results is presented in Figure 3 

and Table 4. 

Distributive injustice Job satisfaction
Organizational 

commitment

-0.54*** -0.41*** -.03

Interactional injustice Job satisfaction
Organizational 

commitment

-0.39*** -0.48*** -.20***

Distributive injustice Job satisfaction
Organizational 

commitment

-0.54*** -0.41*** -.03

Interactional injustice Job satisfaction
Organizational 

commitment

-0.39*** -0.48*** -.20***
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Figure 3: The Mediating Effect of Job Satisfaction on the Relationship between Organizational 

Injustice and Turnover Intention 

 

Hypotheses 5 and 6 examine the moderating effect of gender on the relationships between 

organizational injustice and organizational commitment and turnover intention. The summary 

results from the hierarchical regression tests are presented in Table 5. While results showed that 

all three dimensions of organizational injustice significantly predicted organizational injustice 

and turnover intention, there is no main effect for gender as the beta values are only -.03 and -.00, 

as shown in step 2. The results demonstrated that organizational commitment was not higher for 

females than males, and neither was turnover intention higher among females than males. Only 

two interaction terms were found to be statistically significant. The findings revealed that gender 

moderates the relationship between distributive injustice and turnover intention (p< .05) and the 

relationship between interactional injustice and turnover intention (p< .05). The result means that 

distributive injustice was more strongly associated with the turnover intention for males than 

females. The results also showed that interactional injustice was more strongly associated with 

females' turnover intention than males. The interaction pattern is shown in Figures 4 and 5. 

 

 

Table 5: Summary of the Moderating Effect of Gender 

Organizational Commitment Turnover Intentions 

Variable entered Beta Variable entered Beta 

Step 1 (R2 = .68)  Step 1 (R2 = .53)  

DIJ -.41*** DIJ .35*** 

PIJ -.05 PIJ .11 

InterIJ -.48*** InterIJ .40*** 

Step 2 (R2 change = .00)  Step 2 (R2 change = .00)  

Gender -.03 Gender .00 

Step 3 (R2 change = .01)  Step 3 (R2 change = .02)  

DIJxGender .18 DIJxGender -.45* 

PIJxGender -.17 PIJxGender .15 

InterIJxGender -.20 InterIJxGender .45* 

Note: N = 203; *p < .05, **p < .01, ***p < .001; DIJ: distributive injustice, PIJ: procedural injustice, InterIJ: 

Interactional injustice, OC: organizational commitment, TI: turnover intention. 

 

 

 

 

Distributive injustice Job satisfaction
Turnover 

Intention

-0.54*** 0.35*** .23**

Interactional injustice Job satisfaction
Turnover 

Intention

-0.39*** 0.40*** .31***

Distributive injustice Job satisfaction
Turnover 

Intention

-0.54*** 0.35*** .23**

Interactional injustice Job satisfaction
Turnover 

Intention

-0.39*** 0.40*** .31***
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Figure 4: The Moderating Effect of Gender on the Relationship Between Distributive Injustice 

and Turnover Intention 

 
 

 

Figure 5: The Moderating Effect of Gender on the Relationship Between Interactional Injustice 

and Turnover Intention 

 
 

 

5. DISCUSSION AND CONCLUSION 

 

Past research has suggested that organizations, especially managers, need to be aware, understand, 

and always seek ways to minimize organizational injustice to prevent unconstructive behavioral 

responses. Of the three organizational injustice elements, only distributive and interactional 

injustice were strongly correlated to organizational commitment. The finding indicates that the 

higher the perceived injustice among employees, the lower the organizational commitment level. 

The results obtained have shown support for previous research, which studied the relationships 

between injustice and organizational commitment (Cohen-Charash & Spector, 2001; Colquitt et 

al., 2001).  

 

The results suggest that organizations should focus on employees' perceptions, especially when it 

comes to reward distribution and the quality of interpersonal and informational communication 

or treatment that the employees received. In other words, employees' perceptions of fairness in 
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terms of compensation may be associated with their well-being, and consequently, it will 

increase their commitment level. Employees tend to feel less committed when they perceive that 

they are not compensated fairly. If employees discover that they are not compensated fairly, they 

either quit the organization to join another or, if this is not feasible, they accept the compensation 

and at the same time feel less committed to the organization. On the other hand, obtaining fair 

compensation operates to further their obligation to the organization, and this commitment is 

strengthened. In other words, compensation, one of the critical HRM practices which influence 

the strength of a person's attachment and obligation to an organization, needs to appear fair. 

These findings illustrate that HRM practices, particularly compensation, that are perceived as fair 

and equitable may enhance organizational commitment. These factors will ultimately influence 

the type of behavioral response that employees display at their workplace. Once the employees 

perceive that they are being mistreated, their faith and overall acceptance of the organizational 

goal and objectives will reduce along with their willingness to go beyond the call of duty. 

Eventually, the intention to remain in the organization will wither as well, and when this happens, 

employees' level of organizational commitment on the job has been reduced significantly.  

 

Given that responses to the quantitative survey showed that approximately 60% of participants 

had less than five years working experience, and more than half were from lower levels of 

management and technical, one possible inference is that it is the lower management level that 

may be interested in developing social interaction fairness with their supervisors. In other words, 

they are seeking better visible outcomes and relationship fairness. To restate, employees react 

more strongly to distributive and interactional fairness in relation to procedural fairness. One 

possible reason could be that while employees in MNCs Malaysia might perceive procedural 

fairness as vital, the absence of fairness in terms of distribution and interactional resulted in less 

affection and obligation to the organization. Fair equity and interpersonal treatment are expected. 

 

Among the injustice elements, employees' perception of how social interactions were carried out 

is especially critical. The findings of this study found support for earlier findings of the stronger 

influence of interactional injustice to organizational commitment as proposed by Cohen-Charash 

and Spector (2001) and Colquitt et al. (2001). The second finding focusing on the relationship 

between organizational injustice and turnover intention was also found to be consistent with 

results from past research (Cropanzano & Ambrose, 2001; Moorman, 1991; Lind et al., 1990; 

Phillips et al., 2001; Cohen-Charash & Spector, 2001; Colquitt et al., 2001). In detail, the result 

found that two dimensions of organizational injustice were positively correlated to turnover 

intention. Specifically, only distributive and interactional injustice were significant predictors. In 

short, the result indicates that with a higher level of perceived injustice for these two dimensions, 

the intention to leave an organization will also be higher. 

 

In other words, once employees feel that they are unfairly treated, their propensity to leave the 

organization will increase. Besides, once employees consider other employment alternatives, the 

level of commitment to the job may be reduced (Porter et al., 1974). The third finding found that 

both distributive and interactional injustice caused lower organizational commitment with job 

satisfaction as a mediator. Job satisfaction fully mediates the relationship between distributive 

injustice and commitment but partially mediated the relationship between interactional injustice 

and organizational commitment. This finding indicated that when employees perceive unfairness 

related to outcome/reward allocation or social enactment of formal procedures at the workplace, 

they will feel dissatisfied, eventually leading to a lower commitment to the organization. In other 
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words, job satisfaction is proven to be an antecedent of organizational commitment consistent 

with past research done by Steers (1977) and Vandenberg and Lance (1992). Another significant 

finding found that job satisfaction partially mediated the relationship between injustice and 

turnover intention. In detail, the result showed that a higher perception of distributive and 

interactional injustice would lead to higher turnover intention among employees. In other words, 

employees who feel that they are being marginalized or unfairly treated would become 

dissatisfied and ultimately develop withdrawal behaviors, which demonstrated an increase in 

turnover intention. This finding is consistent with the results of past research by (Horn & Griffeth, 

1995). 

 

This study examined job satisfaction as a mediator in the relationships between organizational 

injustice, organizational commitment, and turnover intention. Both distributive and interactional 

injustice caused lower organizational commitment with the presence of job satisfaction as a 

mediator. Job satisfaction fully mediates the relationship between distributive injustice and 

commitment but partially mediated the relationship between interactional injustice and 

organizational commitment. This finding indicated that when employees perceive unfairness 

related to outcome/reward allocation or social enactment of formal procedures at the workplace, 

they will feel dissatisfied, eventually leading to a lower commitment to the organization. In other 

words, job satisfaction is proven to be an antecedent of organizational commitment consistent 

with past research done by Steers (1977) and Vandenberg and Lance (1992). Job satisfaction was 

found to mediate the relationship between injustice and turnover intention partially. In detail, the 

result showed that a higher perception of distributive and interactional injustice would lead to 

higher turnover intention among employees. In other words, employees who feel that they are 

being marginalized or unfairly treated would become dissatisfied and ultimately develop 

withdrawal behaviors, which demonstrated an increase in turnover intention. This finding is 

consistent with the results of past research (Horn & Griffeth, 1995). Job satisfaction was found to 

have a direct positive influence or serve as an antecedent of organizational commitment. Job 

satisfaction was also found to have a negative effect on turnover intentions. The results of this 

study support previous empirical evidence (Abraham, 1999; Glisson & Durick, 1988; Griffeth et 

al., 2000; Mannheim et al., 1997). The theoretical framework developed for this study has some 

contribution to research in this field of study. The results again proved that when employees feel 

that they are being treated unfairly, they suffer a loss of job satisfaction, leading to reduced 

organizational commitment and increased turnover intention.  

 

Lastly, this study showed that females did not have a higher commitment than males, contrary to 

previous research results. Neither was females more likely to develop turnover intention 

compared to their male counterparts. However, this study found that distributive injustice was 

more strongly associated with males' turnover intention than females. When it comes to the 

perception of interactional injustice, the results showed that interactional injustice was more 

strongly associated with females' turnover intention than males. 

 

The results of this study provided both theoretical and practical implications. First, this study 

represents the theoretical or empirical research regarding the consequences of organizational 

injustice in the semiconductor industry. Although organizational justice is a prominent factor 

influencing organizational behavior (Greenberg, 1993), there have been very few empirical 

studies on organizational injustice issues in the semiconductor industry. This study's findings 

have proved that perceived injustice or unfairness at the workplace would always lead to adverse 
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behavioral responses and an unfavorable impact on organizational outcomes. Nonetheless, 

employees' behavioral response is subjected to the actions taken by the management of the 

organization. While the management can ensure employees are treated fairly, measures to 

prevent unfairness must be developed to ensure all levels of employees are protected. The 

integrity of the management is upheld when it comes to the topic of fairness. Apart from 

formulating fair practices, this study also proved that it is essential for managers today to ensure 

that their actions are always perceived as fair. Managers must also maintain a positive perception 

of justice at reasonably high levels to help create a positive justice environment at the workplace 

that would ultimately lead to increased employee commitment and reduced turnover intentions 

(Ansari et al., 2007). 

 

Secondly, this study has contributed to the literature by demonstrating that employees' perception 

of distributive and interactional injustice leads to job dissatisfaction. These feelings of 

dissatisfaction will eventually lead to a reduction of commitment level and increase turnover 

intention. If employees perceive fairness in interpersonal communication with respect to 

organizational procedures and outcomes, interactional justice is believed to exist. These results 

are consistent with past research findings (Cohen-Charash & Spector, 2001; Colquitt et al., 2001). 

However, the findings have also shown that procedural injustice is not the primary concern in 

influencing employees' negative behavioral responses, which was generally found in past 

research. While distributive injustice refers to the perceived unfairness of the amounts of reward 

employees receive, procedural injustice is defined as the perceived unfairness of the means used 

to determine those amounts (Folger & Konovsky, 1989). For example, when employees observe 

fairness in salary outcomes, there is a perception that distributive justice exists. However, 

employees may not be motivated to leave the organization even if they perceived unfairness in 

deriving these allocations. This implies that if the reward or the outcome is perceived as fair, 

employees will not feel that they are subjected to unfair treatment. Thus, At the same time, the 

organization should not neglect the interactional dimension of injustice at the workplace because 

when employees are treated with respect, dignity and given sufficient information when it comes 

to the way information is communicated. They are not inclined to engage in negative behavioral 

responses. More importantly, supervisors and managers must realize that they cannot afford to 

neglect the importance of interpersonal relationships.  

 

Thirdly, this study used turnover intention as an indicator of withdrawal behavior in an 

organizational setting. While employee turnover is a big concern for the most organization, it is 

predominantly important in MNCs, especially in the semiconductor industry, mainly because of 

the high amount of complexity and specialization involved in the business, which in turn costs 

organizations a considerable amount of resource and capital investment spent specifically in 

employee recruitment, training, and development. In this aspect, this study has proved that while 

perceived distributive and interactional injustice will increase turnover intention, the impact is 

more severe when employees are dissatisfied with their job. Similarly, the study showed that job 

satisfaction plays a role in influencing organizational commitment if perceived unfairness in the 

workplace.  

 

Fourthly, findings from this study provided managers in the semiconductor industry with 

information into employee's fairness perception pattern and some guidelines in managing 

employees by practicing and documenting organizational justice to inspire and attract positive 

attitude and behavioral response among employees. The findings also reveal that both 
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distributive and interactional injustice dimensions substantially affect organizational commitment 

and turnover intention. Both these dimensions also have a much stronger effect on job 

satisfaction than procedural injustice. Procedural injustice in the meantime only influences job 

satisfaction. As mentioned, semiconductor/engineering-based organizations have a relatively 

volatile business trend with relatively long working hours, a highly challenging work nature, and 

require employees with highly specialized knowledge. Thus, given the nature of the work 

environment, the key attraction or focus may be on the incentive system. This could be in the 

form of a salary adjustment, a bonus, a stock option, a promotion, a better shift, and an extra day 

off. Whatever the incentive, it is vital that employees understand what the rewards are for and 

how the allocation was done. Similarly, it is crucial for employees to feel that the management is 

practicing the interpersonal and informational aspects of justice, mainly regarding 

communication with respect to organizational procedures. 

 

Lastly, the study investigated gender as a moderator for the relationship between injustice and 

turnover intention and organizational commitment. In this aspect, this study has implications for 

the employee turnover intention and level of commitment in the semiconductor industry by 

providing contrary empirical evidence for those relationships that have been reported under other 

industries. Specifically, the present study found that organizational commitment was not higher 

for females than males, and similarly was the turnover intention is not higher among females than 

males. However, the results found that distributive injustice is more strongly associated with 

males' turnover intention than females. On the other hand, interactional injustice was more 

strongly associated with females' turnover intention than males. 

 

In conclusion, this study investigates the relationship between organizational injustice, 

organizational commitment, and turnover intention. The study also examines the mediating role 

of job satisfaction and investigates whether gender plays a role in moderating the relationship. 

The results of this study provided significant insights into the employees' perception of injustice 

and organizational behaviors. Statistical tests conducted on the model indicated that only 

distributive and interactional injustice contributes to turnover intention and organizational 

commitment. Besides, this study also found that higher job satisfaction will contribute to higher 

organizational commitment. Still, on the other hand, lower job satisfaction will, in turn, cause 

high turnover intention among employees. Interestingly, the turnover intention was more strongly 

associated with distributive injustice for males compared to females. In contrast, interactional 

injustice was more strongly associated with the turnover intention for females than males. In 

short, these findings from this study provide guidelines to help managers better understand 

organizational behaviors, specifically on how to minimize employee turnover, improve job 

satisfaction and organizational commitment, and at the same time make better decisions 

pertaining to outcomes and interactional aspects when dealing with their employees. 
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