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Abstract

This study examines the relative effects of fagnperceptions, job satisfaction and
intrinsic motivation on the organizational commitmef blue-collar workers in a highly
dynamic job environment. Samples were drawn frofferdnt private manufacturing
organizations in Turkey. Data from 107 participaimistotal were analyzed by using SPSS
19.0. The basic postulate of this research is thatgder strong feelings job-insecurity,
employee perceptions of managerial fairness (idéstributive justice and procedural
justice) will surpass the effects of other attinali factors (i.e., job satisfaction and
intrinsic motivation) as they jointly influence emgjzational commitment. Results of
hierarchical regression analysis suggest that amafigantecedent constructs, employee
perception of distributive justice and job satidfan are found to employ the strongest
effect on organizational commitment of the bludacolvorkers in our sampling context.
Several managerial and theoretical implicationsh## study are also discussed.

Keywords: Procedural Justice, Distributive Justice, Intringviotivation, Job Satisfaction,
Organizational Commitment
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ORGANIZASYONEL ADALET ALGILARI, S TATM iNi
VE ICSEL MOTiVASYONUN, ORGANiZASYONEL
BAGLILIK UZER INDEKi GORECELI ETKILERI

Ozetce

Bu c¢alsma, organizasyonel adalet algilary, tatmini ve icsel motivasyonun, dinamik ir i
gevresinde faaliyet gosteren firmalarda gah personelin organizasyonel ddik
diizeyleri uzerindeki goreceli etkilerini incelenegkt. Orneklemi olgturan calsanlar,
Tlrkiyede faaliyet gosteren imalat odakh firmalard secilmiti. Toplamda 107
katilimcidan toplanan veriler SPSS 19.0 prograntiakuiarak analize tabi tutulmgur. Bu
¢alismanin temel dnermesi, kuvvetligivensizfi kosullari altinda, organizasyonel adalet
algilarinin (prosedir ve datim adaleti), organizasyonel pblik tGzerinde, dger isle ilgili
tutumlardan (§ tatmini ve i¢csel motivasyon) daha kuvvetli birigtkn olacas Uzerine
kurulmwtur. Yapilan hiyeragik regresyon analizleri sonucunda, gdr basimsiz
degiskenlerle birlikte ele alindiklarinda, gaim adaleti ve i tatmininin organizasyonel
baglilik Gzerinde en yuksek etkiye sahip @dwgrilmistir. Calmada, bu sonuca lga
olarak caitli yonetsel ve teorik ¢cikarimlar da tagtimistir.

Anahtar kelimeler: Prosedir adaleti, Daitim adaleti,zs tatmini, /csel motivasyon,
Organizasyonel bdilk.

1. INTRODUCTION

Recently, the relevance of employees’ attitudes babavior in
organizations, such as the impact of employee vemimitment on job
performance, absenteeism, tardiness, and turnoteamtions has received a
great deal of attention in the literature [1,2].cBase of the changing
economic climate in many countries, both acadermd arofessional
management literature have begun to dedicate cenasi attention to
understanding the dynamics and developing theonésemployees'
commitment to the job and the organization thathisught to contribute
positively to overall organizational performance.

Employees, who have high levels of organizatior@hmitment,
take pride in organizational membership, believéhimm goals and values of
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the organization, and therefore exhibit higher levaf performance and
productivity [3]. Because low productivity, absegiten, and turnover, are
costly for organizations, it is important for orgeations to determine what
affects organizational commitment and to nurture it

Nonetheless, while it is evident that organizaticmmmitment is a
crucial determinant of an organization’s effectiess, efficiency,
productivity, and overall performance, researchualibe specific factors
that promote organizational commitment under difigreconomic and
organizational contexts seems to suggest equivamtations for practicing
managers. More importantly, a majority of the @arpt works on
organizational commitment has been conducted inUh#ed States or
Western Europe. It is therefore very important poacticing managers to
explore the effects of fairness perceptions, jotisfsection and intrinsic
motivation on organizational commitment under ileky less stable
macroeconomic conditions, particularly in situaarharacterized by high
unemployment rates, substantial workforce layomtdalanced and unfair
wage policies. For instance, according to the NBwHetin published by
Turkish Government Institute of Statistics, unenypient rate is about
8.5%.

The purposes of this article are to provide a ditere summary
related to organizational justice, intrinsic motiga, job satisfaction and
organizational commitment, and to summary of receséarch and studies
concerning those factors, as well as to discusdinléngs of an empirical
study about the relevance of organizational jusiitiginsic motivation and
job satisfaction to organizational commitment.

2. LITERATURE REVIEW
2.1. Organizational Commitment
Previous research on organizational commitmentd@ssed on the

subject from various perspectives. Mowday, PorterS&ers note ten
different definitions [4]. Also Morrow identifies 2 commitment related
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concepts in the literature [5]. Research on comeriirhave been divided
into a variety of types; according to its conse@esn its antecedents, its
targets, or a mix of some of those. Furthermorgawnizational commitment
has been defined as both behavioral and attitudidaetording to the
behaviorists, organizational commitment is dematstt by such
manifestations of commitment to the organizatiorchsias extra-role
behaviors that link employees to their respecthatiution [4]. Further, by
remaining with the organization, employees accuteutavestments” or
“side bets” that make leaving the organization \aogtly [6].

In contrast to the behavioral approach to orgaiimat commitment,
the attitudinal approach recognizes that the ifieation of the person
linked to the organization; and thus, the persoveldps an emotional or
psychological attachment to his or her employer. [[[{ this study,
organizational commitment is operationalized as altirdimensional
construct.

Probably the most common approach to organizatioo@mitment
is the perspective suggested by Mowday, Porter&tedrs, which defines
organizational commitment as the relative strengthan individual’s
identification with and involvement in an organipat This perspective
characterizes organizational commitment by (a) tlang belief in and
acceptance of the organization’s goals and valisy willingness to exert
considerable effort on behalf of the organizatiang (c) a strong desire to
maintain membership in the organization” [4]. Sasdcorresponding to this
perspective have focused on individual differenaes predictors of
commitment. In several studies, demographic facsoich as gender, age
and organizational tenure have been linked to azgédnnal commitment.
Among those demographic variables, age and orgamizh tenure were
found to be positively correlated with organizaibcommitment, while
level of education has been found to be negativeligted [8,9]. Research
has also revealed that there is no significanedkfiice in the organizational
commitment according to the gender [8,9]. Resedrat also yielded a
negative relationship between organizational comm@itt and turnover
intention, also a positive relationship between wotment and regular
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employee attendance has been found [9]. Contrargréwious research,
Mathieu and Zajac have found that organizationahmoament affects
actual work performance slightly [9]. In additiomany other empirical
studies have also focused on the effects of dermpbgrdactors, such as job
level, tenure, and longevity on employee commitm{@0{. Also in some
research, organizational commitment has been fdone a significant
antecedent of organizational citizenship behay\ibt$.

2.2.  Organizational Justice

Organizational justice is the term used to desdhleeole of fairness
as it directly relates to the workplace. Specificabrganizational justice
focuses on the ways in which employees determitieeif have been treated
fairly in their jobs and the ways in which thosegaptions influence other
organizational outcomes [12]. Organizational juestitheory posits that
employees’ feelings of equity in the workplace @egermined mainly by (a)
how decisions affecting them are made, and (b)dadieomes of these
decisions [13]. This theory also holds that empésygudge whether the
decisional processes and mechanisms (procedurdlcgusand the
consequences these decisions are fair (distribydistice). Greenberg also
argued that procedural and distributive justiceiadependent determinants
of perceived fairness that are typically distintpe¢id from each other. In
practice, however, the two are usually positivedgaziated.

Procedural justice perspective focuses on the psoused to make
decisions of how outcomes are determined [14]. €&does used in
determining pay raises uniquely contribute to trustthe leader and to
organizational commitment. Procedural justice islthdimensional and
consists of formal procedures (the degree to wprcktedures are fair) and
interactional justice (the way in which the procextuare carried out), as
suggested by recent research [15].

Distributive justice perspective focuses on thecemed fairness of
pay and other rewards received. Since its focusnisoutcome fairness,
equity theory has been commonly used to operatmnéhe construct [12].
Equity theory emphasizes an employee’s beliefsogf he or she is treated

70



Relative Influence Of Fairness Perceptions, Jolis&atdtion And Intrinsic
Motivation On Organizational Commitment

in relation to others. The perceived ratio of waatemployee puts into his
or her job helps to determine equity or inequityh&h' an employee is
evaluating if an outcome is appropriate or fair, dreshe is making a
distributive justice decision.

2.3. Intrinsic Motivation

Intrinsic motivation is related with the psychologl rewards that
one gets from his or her work. When intrinsicallgtimated, people look for
better ways to perform their jobs and to do it wéi order to be
intrinsically motivated; people must believe thag purpose is meaningful,
that they are free to choose the best way to dio jible and that they are
performing competently [16]. According to Thomaslidwing emotional
indicators are the psychological vital signs ofimgic motivation: Sense of
meaningfulness, sense of choice, sense of compgetand sense of
progress.

Recently, several researches have focused on hbwilth maintain
and increase intrinsic motivation. Pullins and ¢oieagues suggested that
intrinsic motivation would come from a human drif@ autonomy or
competency, representing the desire to engagesiadtivity itself instead of
outcome of the activity [17]. Intrinsic motivatiois basically related to
working smarter, making better choices about ther@gch to use, and to
creativity at work. Intrinsic motivation was foumal be positively correlated
with various factors including cooperation, jobisi@iction and a number of
performance outcomes [18]. Research emphasizeddbagnition of a job
well-done and full appreciation for work done weren among the top
motivators of employee performance.

2.4. Job Satisfaction

Job satisfaction may be defined as a pleasurablepasitive
emotional state resulting from the appraisal of ®@b or job experiences.
This positive feeling results from the perceptidrooe’s job as fulfilling or
allowing the fulfillment of one’s important job was, provided these values
are compatible with one’s needs [19]. Given thdues refer to what one
desires or seeks to attain, job satisfaction candmsidered as reflecting a
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person’s value judgment regarding work-related re@alob satisfaction is
also considered the pleasurable emotional stateltires from the
achievement of one’s job values in the work situati

Job satisfaction has long been recognized as a aoenp of
organizational commitment. It is suggested thatgatisfaction is a state of
pleasure gained from applying one’s values to a fieector believes that
job satisfaction “can be considered as a globdingebout the job or as a
related constellation of attitudes about varioyseats or facets of the job”
[20]. Job satisfaction is an attitude toward wagkated conditions, facets, or
aspects of the job. Therefore, commitment suggesi® of an attachment
to the employing organization as opposed to spetdfsks, environmental
factors, and the location where the duties areopmgd. When discussed on
these terms, commitment should be more consistemt fjob satisfaction
over time. Many studies use different facets ofisfattion to predict
employee attributes such as performance, orgaaimdticommitment, and
service quality [21].

3. THEORETICAL BACKGROUND

Based on the empirical work done undertaken by ipusv
researchers, one can conclude that if the organizeg perceived as failing
to provide sufficient resources capable of satigfythe needs and goals of
organizational members, resulting in lower job satition, employees’
commitment to the organization is likely to deceeaSeveral researches
regarding the relationship between job satisfactard organizational
commitment have made the case that job satisfacdoa predictor of
organizational commitment [9].

Since culture and values within the organizationy niacrease
employees’ bond with the organization and their aorgational
commitment, affiliation between organizational veduand organizational
commitment has also received considerable attenti@milarly,
organizational commitment has been found to bgmrifstant antecedent of
job satisfaction [22].
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Research suggests that the rewards offered bygamiaation might
have a powerful effect on employee’s behaviors attitides toward their
jobs and the organization for which they work. Sal/@esearchers also
suggested that intrinsic rewards would probably rhere significant
antecedent for affective commitment [9, 10]. Indrfearewards would make
significant contributions to organizational commémt. In empirical studies,
researchers found strong relationship betweennsitri motivation and
organizational commitment and that intrinsic madiima was relevant to
both job involvement and organizational commitm{@3{.

Both distributive and procedural justice have bderked to
organizational commitment in prior research [24]on@nitment is
dependent on maintaining a relationship of conscteand good faith,
which, in turn, is likely to be associated with tjue perceptions. Some
previous research also suggests that employees, bdieve their
contributions are highly regarded, are likely torhere committed to the
organization [25]. Thus, positive procedural andstributive justice
perceptions are associated with increased orgamizht commitment.
Hence, researchers who support the value of orghoimal justice suggest if
employees believe that they are treated fairlyy thél be more likely to
hold positive attitudes about their work, work artwes and their
supervisors.

Distributive justice ought to influence organizat@ commitment
since an equitable distribution of pay raises gftteens the bonds of loyalty
between employees and their company. Perceptiofigiroprocedures are
likely to cause workers to have faith in the systeutnich may lead to higher
organizational commitment, regardless of outcomdsre specifically,
interpersonal treatment is also likely to be asged with one’s satisfaction
of need for praise and approval, which are impaortdeterminants of
commitment. Additionally, interpersonal treatmengbt to lead employees
to feel respected by, and proud of the organizatiorturn, they are more
likely to identify with, and internalize the valued the organization. In
general terms, research has shown that distribjistece predicts specific
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personal outcomes, such as pay satisfaction, betti@an general
organizational outcomes, such as organizationalntitmment and turnover
[24, 25].

Research has shown that procedural justice is i@pbrin
determining the degree of employees’ commitmenh&oorganization [26].
Employees perceiving that they have been treately fa the process of
allocating rewards will be more satisfied with siyigors and display
greater organizational commitment. In general, aege suggests a link
between procedural justice perceptions and orgaoie commitment.
Accordingly, justice is likely to influence orgamaizonal commitment both
directly and indirectly through its effects on s#drction.

4. METHODS

4.1. Sample and Procedures

Participants in the study consisted of blue-coarkers employed
by 3 manufacturing companies located in Istanbdl l&acaeli. Selection of
blue-collar employees was based on the simple rarggompling method.

First of all, each questionnaire was translateanfranglish into
Turkish with the assistance of professional transta and then back
translated into English. After a few minor moditicas, the questionnaires
were administered to randomly selected 15 blueacallorkers for a pilot
survey. During pilot survey testing, the questiorese proved to be easily
understood by blue-collar workers, who generallyegfull responses.

A total of 150 questionnaires were sent out to oamg selected
blue-collar employees of those 3 companies. Indudethin each
guestionnaire packet was a cover letter and amnretuvelope addressed
directly to the researchers to assure respondenfideatiality and
anonymity. Respondents were given two weeks to answhe
questionnaires. A total of 107 responses were wbthirepresenting a
response rate of about 71%.
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Data was recorded on written forms. Some demogcagaia was
also collected, such as age, gender, tenure inrtf@ization and education
level. No personal data was collected except deapducs. In terms of
gender, 62.6% of respondents were males with timaireng 37.4% being
females. Regarding education, majority (83.2%) leé tespondents had
university degrees; specifically 70.1% with bachslaegrees, 13.1% with
masters degrees and 16.8% with high school diplomgs of respondents
varied from 22 to 51 with the mean of 31.26:31.20, sd=5.73), and tenure
ranged from 1 to 16 yearg<5.07, sd=3.12).

4.2. Measures
All constructs are measured using seven-point Lilkeales with
anchors from strongly disagree (= 1) to stronglsead= 7).

Organizational Commitment Based on Mowday et al.,
organizational commitment is conceptualized as f#lative strength of an
individual’'s identification with and involvement ina particular
organization,” and is measured using the 15-itemga@zational
Commitment Questionnaire [27].

Job Satisfaction18-item scale adopted from Brayfield and Rothe’
research is used to measure job satisfaction [28].

Procedural Justice Procedural justice is measured with a 15-item
scale adopted from Niehoff and Moorman [29]. Thisle measures the
degree of fairness in the formal and informal pdures applied by the
supervisor and the upper management.

Distributive Justice A five-item scale adopted from Niehoff and
Moorman is used to measure distributive justicd.[Z®e questions assess
the perceived fairness of work outcomes regardeng workload, and task
responsibilities.

Intrinsic Motivation Intrinsic motivation is measured with 22-item
Intrinsic Motivation Inventory (IMI) adapted from y&n, Mims and
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Koestner [30]. IMI is a multidimensional measuremi@strument to assess
participants’ subjective experience related togasgtivity. It has been used
in several studies related to intrinsic motivatiand self-regulation [31].
Also, McAuley, Duncan, and Tammen did a study tareie the validity of
the IMI and found strong support for its validi82].

5. ANALYSES AND RESULTS

5.1. Exploratory Factor Analysis and Reliabilities
SPSS 19.0 software was used to conduct factor sgmlyPrincipal
factors with varimax rotation were used for eachalde to demonstrate the

factor structure.

For organizational commitment, exploratory factoalgsis revealed

a one-factor structure. Negatively worded itemsem&verse-coded. Most
of the reverse-coded items were identified as peoformers later on in the
item analysis and omitted. The reverse-coded iteanded to have more
cross loading than most of the other items and trey lower inter-item

correlation. Factor loadings of organizational catnment scale range from
0.542 to 0.886. The coefficient alpha reliability internal consistency of
the factor was 0.915.

For job satisfaction, similar to the organizationammitment scale,
negatively worded reverse-coded items identifiep@s performance were
omitted. Then, the exploratory factor analysis edeé a one-factor solution.
Factor loadings of job satisfaction scale rangenfr@.526 to 0.889. The
coefficient alpha reliability for internal consistey of the factor was 0.886.
Factor structures of organizational commitment es@ald job satisfaction
scale are summarized in Table 1.

Table 1.Factor Loadings of the Items of Organizational @dtment and Job Satisfaction

Items Factor 1 Factor 2
Organizational Job
Commitment Satisfaction
I am willing to put in a great deal of effort beybthat 542

normally expected in order to help this organizatio be
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successful.
| talk up this organization to my friends as a grea

e .855
organization to work for.
| would accept almost any type of job assignmemtriter to

: - T .846

keep working for this organization.
| find that my values and the organization’s valaesvery 852
similar. )
I am proud to tell others that | am part of thigaization. .840
This organization really inspires the very bestniain the 822
way of job performance. )
I am extremely glad that | chose this organizat@owork 842

for over others | was considering at the time héal.
| really care about the fate of this organization. .576

For me this is the best of all possible organizetifor
which to work.

My job is like a hobby to me. .853
My job is usually interesting enough to keep merfro

.886

getting bored. 833

It seems that my friends are more interested iim jbles. .861

| enjoy my work more than my leisure time. .889
| feel fairly well satisfied with my present job. .802

| am satisfied with my job for the time being. 976

| feel that | am happier in my work than most otpeople. 571
Most days | am enthusiastic about my work. .878
I like my job better than the average worker does. .526

| find real enjoyment in my work. .813

For distributive justice, five-item distributive gtice measure
produced a one-factor solution allowing the retamtof all five of its
original items. Factor loadings of distributive jas scale range from 0.878
to 0.954. The coefficient alpha reliability of theale was 0.949.

For procedural justice, fifteen items comprisinge tprocedural

justice measure produced a clean single factoctsiret Factor loadings of
procedural justice scale range from 0.679 to 0.92& coefficient alpha
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reliability of the scale was 0.967. Table 2 summesithe factor structures
of distributive and procedural justice.

Table 2. Factor Loadings of the Items of Organizationatides

Items Factor 1 Factor 2
Distributive Procedural
Justice Justice
My work schedule is fair. .904
I think that my level of pay is fair. .878
| consider my work load to be quite fair. .954
Overall, the rewards | receive here are quite fair. .939
| feel that my job responsibilities are fair. .907
Job decisions are made by the general manageruntdased 839

manner.
My general manager makes sure that all employeeetos

are heard before job decisions are made. 760
To make job decisions, my general manager colkxtarate 801
and complete information. )
My general manager clarifies decisions and provides
o ) . .815
additional information when requested by employees.
All job decisions are applied consistently acrdsaféected 766
employees. ’
Employees are allowed to challenge or appeal joisoans 856
made by the general manager. ’
When decisions are made about my job, the genemahger
. ; . .923
treats me with kindness and consideration.
When decisions are made about my job, the genemahger
. S .906
treats me with respect and dignity.
When decisions are made about my job, the genemahger
is sensitive to my personal needs. .908
When decisions are made about my job, the genemahger
. . .679
deals with me in a truthful manner.
When decisions are made about my job, the genemahger 866
shows concern for my rights as an employee. )
Concerning decisions made about my job, the general 872
manager discusses the implications of the decisigtiisme. )
The general manager offers adequate justification f
2 . .849
decisions made about my job.
When making decisions about my job, the generalagen 911

offers explanations that make sense to me.
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My general manager explains very clearly any denishade

about my job. 912

For intrinsic motivation, exploratory factor analy®f the 22-item
intrinsic motivation scale yielded a four-factorusture after eliminating
poor performing items. This result is consistenthvthe scale’s theoretical
suggestions. Four subscales of intrinsic motivatijmduced by the
exploratory factor analysis were interest/enjoymeetceived competence,
perceived choice, and pressure/tension. Factoririgadof four subscales
range from 0.462 to 0.931. Cronbach alpha religdslifor subscales of
Intrinsic  Motivation Inventory were as follows: 69 for
interest/enjoyment, 0.713 for perceived compete@c850 for perceived
choice, and 0.693 for pressure/tension. Factoctsires of four subscales of
intrinsic motivation scale are summarized in Tehle

Table 3. Factor Loadings of the Items of Intrinsic Moti@tilnventory

Items Factor 1 Factor 2 Factor 3 Factor 4
Interest/ Perceived Perceived Pressure/
Enjoyment Competence  Choice Tension

While | was working on the task,
I was thinking about how much | .696
enjoyed it.
Doing the task was fun. .756
| enjoyed doing the task very 762
much. ’
I would describe the task as very

A 462
enjoyable.
| found the task very interesting. .558
| thought the task was very 853
interesting. )
| felt tense while doing the task. .880
I think | am pretty good at this 758
task.
I think | did pretty well at this
activity, compared to other .842
employees.
| am satisfied with my .554
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performance at this task.
| felt pretty skilled at this task. .524

| felt that it was my choice to do

931
the task.
| felt like 1 was doing what |
wanted to do while | was .460
working on the task.
After working for this task for a
while, | felt pretty competent.
I was anxious while doing the 797
task.
| felt pressured while doing the

715

task.

.845

These results provide patterns consistent withstiades’ theoretical
underpinnings. To demonstrate discriminant validibhe items to measure
all scales, including four subscales of intrinsiotivation, should load
separately from each other. The results indicatenappropriate loadings
and each scale is interpreted as distinct from e#oér. Convergent validity
was established by correlating all the scale itamduding four subscales
of intrinsic motivation. The resulting correlatiorange from 0.002 to 0.845.
Consistent with our expectations supporting botlscrininant and
convergent validity, all items loaded (1) with higtandardized coefficients
onto their respective factors and (2) with subsadlgtlower standardized
coefficients on other factors. Furthermore, theffo@ent alpha estimates
for all the scales are greater than the recommelededl of 0.70, except for
the pressure/tension subscale of intrinsic motwativhich has a reliability
of 0.693. | therefore decided that the measures hedequate internal
consistency and computed composite scores of eabth ®r use in further
analyses. The means, standard deviations, retiabdéistimates and
interrelations of all variables are displayed irblEa4.

Moreover, Harman’s one-factor test seems to inditiadat common
method variance was not a serious threat in thidys{33]. It should be
recalled that the factor analyses of organizationammitment, job
satisfaction, procedural justice and distributiustice yielded clean one-
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factor solutions. Also, factor analysis of intrinsnotivation resulted in four
factors eigenvalues of 1 or higher reveals thatettidained variance of the
factors ranged from 32.7 percent (factor 1) togefent (factor 4).

5.2.  Hierarchical Regression Analysis

Next, a series of (hierarchical) regression analysere performed
to explore the relative portions of unique varianda organizational
commitment accounted for by each factor — four sales of intrinsic
motivation, job satisfaction, procedural justicedalistributive justice. This
procedure provides a unique partitioning of thaltgairiance accounted for
in a dependent variable by a set of predictors.[34]

Considering the organizational commitment as theeddant
variable, the effects of other factors were inggged. The first regression
model included the two demographic indicators apondents, which are
age and organizational tenure, as control variablext, each predictor
variable was added to the model in a step-by-stepegdure in order to
assess the unique explanatory power of each. lasiatere included in the
model in the order of sub dimensions of intrinsicotivation, job
satisfaction, procedural justice, and distribufwstice. Table 5 summarizes
the dependant and independent variables of eaghinstee analysis.
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Mean SD Org. Int/Enj  Per.Com. Per.Cho. Pres/Ten Job Sat. Pros..Jus. Dis.J
Com.
Organizational 55, 157  (g15)
Commitment.
Interest/ 548 075  .228*  (.759)
Enjoyment.
Perceived 5.51 0.63  .360%* 498  (.713)
Competence.
Perceived 476 1.41 .079 .050 110 (.850)
Choice
Pressure/ 3.68 1.40  -.449%*  -196*  -201*  -272%  (.693)
Tension
Job
. 4.17 1.01  .845%+  281% 171 077  -.627%*  (.886)
Satisfaction
?roc_e‘jura' 2.73 1.32  .539%* 002 -.066 107 -466%* 617 (.967)
ustice
JDJSSttri'CZ”“"e 253 157 793 126 080 .278%  -323%  gig®  701%~  (.949)

*** p< 0.001, ** p< 0.01, *p<0.05
Numbers in brackets are coefficient alpha (reliph)iestimates

Table 5.Dependent and Independent Variables in HierartRegression Analysis Steps

Step

Dependent

Added Independent

Variables

Organizational Commitment

Organizational Commitment

Organizational Commitment

82

Control Variables
(Age and Tenure)

Intrinsic Motivation Factors
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(Perceived Competence)
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4 Organizational Commitment Procedural Justice

5 Organizational Commitment Distributive Justice

The resulting parameter estimates and the increxhardriance
explained in organizational commitment in each step presented in
Table 6.
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Table 6. Test Values For Hierarchical Regression Analysth @rganizational
Commitment as Dependant Variable

Independent Step 1 Step 2 Step 3 Step 4 Step 5
Variables B (M) (M (M B (M B (M)
Control Variable 0.262* 0.232* 0.039 0.055 0.085
Age (2.222) (2.059) (0.610) (0.863) (1.535)
Control Varaible 0.266* 0.177 0.044 0.054 0.005
Tenure (2.258) (1.530) (0.668) (0.837) (0.086)
Interest and - 0.014 0.152* 0.103 0.061
Enjoyment (0.158) (2.903) (1.867) (1.251)
Perceived - 0.144 0.299* 0.309* 0.347*
Competence (1.507) (5.393) (5.669) (7.290)
Perceived - 0.068 0.071 0.126* 0.065
Choice (0.785) (1.426) (2.302) (1.355)
Pressure and - -0.366*** -0.194* -0.198* -0.156*
Tension (-4.329) (-3.158) (-3.288) (-2.976)
Job - - 0.923%** 0.798*** 0.469***
Satisfaction (14.565) (9.620) (5.284)
Procedural - - - 0.158* 0.122
Justice (2.251) (1.502)
Distributive - - - - 0.477***
Justice (5.846)
Model R 0.236 0.398 0.808 0.818 0.866
AR - 0.162 0.410 0.010 0.048
Model F 16.117 11.024 59.701 55.016 69.258

¥+ p<0.001, ** p<0.01, *p<0.05
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5.3. Results

As shown in Table 6, the first model investigatedoives the two
control variables only, that is, employee age arghmizational tenure, as
predictors of organizational commitment. Both vhlés are found to be
unsignificantly related to organizational commitrhehfter the inclusion of
four sub dimensions of intrinsic motivation thate anterest/enjoyment,
perceived competence, perceived choice and présssien at the second
stage, however, the amount of explained varianceorganizational
commitment increases by 16.2 percent to an overadll of 39.8 percent.
Therefore, it appeared that intrinsic motivatioomdnsions explained a
significant variance in organizational commitmehiter the addition of job
satisfaction as a predictor variable in the thtelys, job satisfaction is found
to be significantly related to the emergence ofaargational commitment,
and the incremental variance explained is signifigahigh (R = 0.808,
AR? = 0.410). Hence, it appeared that job satisfacémplained a unique
variance in organizational commitment.

The inclusion of procedural justice in the fourttage yields a
negligible change in the amount of variance expgldimn organizational
commitment AR? = 0.010). However, the inclusion of distributiussiice in
the fifth stage yields a significant change in tamount of variance
explained in organizational commitme®R? = 0.048). However, after the
addition of distributive justice as a predictor igate in the fifth stage, the
standardized regression coefficient linking progatlu justice to
organizational commitment drops to the point ofnlgeunsignificant at the
traditional .05 level. Thus, while these findingsde attributed to potential
effects of a possible multicollinearity (since pedaral justice and
distributive justice are highly correlated), thectfahat the regression
coefficient linking procedural justice to organipaial commitment is
attenuated after the inclusion of job satisfactsuggests that the two
variables (procedural justice and distributive ipest explain the same
portion of the observed variance in organizati@ashmitment.
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Nevertheless, both forms of employees’ fairnesscemions in
managerial practices appear as strong determinaht®rganizational
commitment in the sampling context. More importand closer look into
the results of the final model should reveal thafter the inclusion of
distributive justice in the fifth stage, most ofetlother predictive factors
(interest/enjoyment, perceived competence, perdeivechoice,
pressure/tension and procedural justice) drop te point of being
unsignificantly related to organizational commitrhahthe traditional level
of 0.01, with job satisfaction and distributive jae remaining as the major
predictors of organizational commitment that hategistical significance
(the standardized regression coefficient for jolis&ection is 0.469,
p< 0.001 and the standardized regression coeffi¢terdistributive justice
is 0.477, p< 0.001). Thus, it appears that jobs&attion and distributive
fairness are the most important drivers of orgammmal commitment in our
sampling context, perhaps mediating the effectsngployee perceptions of
procedural fairness and intrinsic motivation.

6. DISCUSSION AND CONCLUSIONS

The aim of this research was to explore the jomt gelative effects
of intrinsic motivation, job satisfaction, procedujustice, and distributive
justice upon organizational commitment of blue-@ollvorkers in a highly
volatile job environment under the strong feelingk job-insecurity.
Examination of the relative effects of these deteamts of employees’
organizational commitment in such a specific sangplcontext is very
important for contributing to the theoretical anl&tions of organizational
commitment. It is very crucial to explore the relateffects of the various
antecedent factors on organizational commitmeneurelatively less stable
macroeconomic conditions, which are characterizetigh unemployment
rates, substantial workforce layouts, imbalanced amfair wage policies,
since most empirical research in this area has loeeducted in highly
stable workplace contexts.

Findings of this research reveal that, while pemeicompetence,
pressure/tension, job satisfaction, proceduraigesind distributive justice
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are important determinants of employees’ orgarorali commitment,

distributive justice exerts the strongest effect tre organizational

commitment of blue-collar workers in our samplinghtext. As expected,
employees in unstable and volatile job environmg@uotsgreat emphasis on
the fairness the managerial practices, particulanlyhe perceived equity of
managerial practices in reward distribution. Ifasnd that job satisfaction
and procedural justice on organizational commitnaatlargely attenuated
when distributive justice is added to the regressioodel. Hence, it is
possible that job satisfaction and perceived proc@djustice may have
indirect effects on organizational commitment tlglowdistributive fairness
perceptions.

In fact, the research about the role of managgriice on employee
attitudinal and behavioral responses suggest thaingting distributive
justice influence organizational commitment sinceeguitable distribution
of pay raises strengthens the bonds of loyalty betwemployees and their
organizations by causing employees to have faitihhensystem, which may
realize their aspirations and contributions and ivatihg and activating
behaviors that lead to innovation, cooperation, emwtribution. Thus, it is
extremely important that the reward system andidigion be perceived as
fair by employees, particularly in times of crisis.

The results of this research emphasize the needddoeloping
contingency approaches for explaining the emergenteemployee
behaviors in organizations like organizational cdtmment. Empirical
research of the predictive behavioral factors thtiect such employee
behaviors and attitudes in different economic stiactures and cultures
contexts are likely to contribute substantiallythe understanding of the
organizational commitment. This study offers a ueigontribution to the
current knowledge in this area by examining the@# of predictive factors
upon organizational commitment in a highly unstabb@acroeconomic
environment under the strong feelings of job-inskgu

These findings have also some practical implicatitor managers.
Organizational commitment and those kinds of ewtia-behaviors have
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been proven to have important effects on the effecess, efficiency and
profitability of the companies. Under different wuhl context and
economic infrastructures, employees might have edbfit levels of

organizational commitment that may require différemanagement styles
and motivational strategies for optimum organizaiceffectiveness. In this
regard, in order to achieve enhancing employeeshnesibment to the

organization, managers should focus their attenton exercising fair

management practices. For instance, the role ofdiatribution of pay in

increasing commitment should also be on the foéusamagers. Especially
under such unbearable economic conditions andnfigelof job-insecurity,

sufficient income becomes more and more cruciaaitisfying employees’
needs and enhancing their commitment to the orgaaiz Moreover, under
such volatile macroeconomic conditions, those bigial factors are
becoming more and more crucial for the future ofganizations.

Consequently, supervisors should try to find vagiomays to promote
employees’ organizational commitment that contesut overall

organizational performance.

However, some limitations should also be pointetd Dwe to the
time and financial constraints, a random samplemployees within ten
manufacturing organizations was selected. Theretbese results may not
be considered as representative of general prisatdor. Nevertheless,
despite the small sample size in the current stiilclgings may prove useful
for guiding future research. Also, broad studiesos& several private
organizations are needed. Furthermore, studiest afdoat would increase
intrinsic motivation, job satisfaction, and fairsgserceptions of blue-collar
employees should be conducted in the future.
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