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Abstract

This study examines howaspects operformare appraisal fairness influengd satisfaction,

trust in management and organisational commitment, and their links to organizational
citizenship behaviour.Specifically, the study proposes that job satisfaction, trust in
management and organisational commitment mediate the influépesformance appraisal
fairness on orgasational citizenship behaviouro8al exchange theory and tmerm of
reciprocityare usedo provide a theoretical understanding of the linkages between performance

appraisal fairness and work outcomes

Datawerecollected at three separate tsre yield 369 response$rom employees in public
sectorbanksin Iragi Kurdistan.The results show that tipepocedurabndinformational fairness

of performance appraisal have a low to moderate relationshipjotatatisfaction, trust in
management, affective and normative catment and that distributive fairness haan
insignificant effecton affective and normative commitmentheéBe four attitudes have a
positiverelationship withorganisational citizenshipebaviour. The findings indicate that job
satisfaction, trust in management and the two dimensions of organisational commitment play
a role in mediating the relationship between proceduanadl informational fairnessof
performance appraisal and organisational citizenship behaviour. Job satisfaction and trust in
management also played a significant role in mediating the relationship between distributive
fairnessof performance appraisal and organisational citizenship behavidigctide and
normative commitment dmot mediate the relationship between distributive fairnefss

performance appraisal and organisational citizenship behaviour.

Performance appraisal characterised as fair and equitable is important to deliver desirable
enployee attitudes and behaviowaedto reinforce employee motivation to serve banking

activities and facilitate the achievement of organisational goals.

The results underpin the importance of conducting performance appraisals in ways that
employees see as fair. Although studies of this kind are common in the West, this is the first

study in the Kurdish culture and working conteStuggestions for further research are offered.
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Chapter One Introduction

1.1 INTRODUCTION

This thesisexplores performance appraisédirnessin relation topositive employee attitudes
and behaviour toward organisatiome studycentres primarily upon examining the influence
of performance appraisal fairness on employee attitudes and behaviour in théankiing
sector in Iragi KurdistanOrganisational behaviour is important because it can be directed
toward improving an orgasation’s effectiveness and productivitggorge& Jones, 2005).

The topie of fair treatment and appraisal are important becadigbeir relationshipwith
employee attitudes and behaviolr the service sectoemployeebehaviour issignificant
becausdt is crucial to perform job activities (SchneideBowen, 1993). Thus, it is important

to develop and sustain positivetcomes and it is difficult to avoid and avert negative outcomes
(Halepota& Shah 2011) Accordingly, is important for managers in service industtees
conduct performance appraisals in ways that employees see &s flag.context of Middle
East countries generally and Iraqi Kurdistan particularly, the phenomenon is relatively new and
unclear Consequenyl it is important thatmanagers and practitioners understand as much as
possibleaboutthe employeégerceptios of performance appraisal fairness and fealadgput

their jols.

This introductory chapter begins with specifying issues related to the background of the study.
Research problemare identified The research aisnobjectives, and questionare identified
andthe context of the studg given. Theébanking sectom Iragi Kurdistan is summarised and

the overall structure of the thesis is outlined
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1.2 RESEARCH BACKGROUND

Businessorganisations commonigngender a performance cultumhich is directed toward
searching for approaché&s develop the contributionsf employees to the overall success of
the organisation. It is assum#étht performance management should not only lead to better
service, but alsthe reinforcement of employees’ satisfaction, motivataom identification
(Fletcher& Williams, 1996).

Performance feedback hiasen shown to influen@nindividual s fairnesperceptions (Chory
& Westerman, 2009), and subsequently influence orgtarss through a variety of outcomes
(Westermaret al., 2014). Birnesgerceptiongre central reactions to numerawganisational
decisionmaking procedurescomprising employment reward discipline and termination
(Cropanzan& Greenberg, 1997T.he notion offair treatmenhas been specified as one of the
more important issuesof individuals’ reactions to performance apprais®A] sessions
(Erdogan, 2002). According to Bretrzal.(1992) perceived fairness of Pid the most essential
matterin the appraisal proced?A fairnesscancontribute significantlyo increase individuals’
satisfaction with theappraisalsappraiserand rating feedback (Jawahar, 2007; Thursi&n
McNall, 2010) and theifeelings of instrumental control during tipeocess of performance
evaluations and thereby promdteeir sense of self value and group standif@ylor et al.,
1995).Accordingly, managers are challengedput forward ad applyperformanceppraisal
in ways thatcan provide accurate measures of employee performancéiamessin the
distribution of the ratingputcomes (Kim &Rubianty, 2011)Thefair and accurate execution
of PAwouldhave a positivefeect onemployees’ percansthat good performance will bring
financial incentives, and this perception subsequemtbuld increasean employeés

motivation and their job performance (Miller & Thornton, 2006; Cropanzano et al.,.2001)

Desirableattitudes and behavioptay a substantial rolén delivering high quality services
customersPerceived service quality is positively relatecetaployee attitudes and behaviour
particularly in the service sect¢Schneider& Bowen, 1993). Furthermoret is widely
accepted thaémployees represenne of the mordey resourcesfor obtainingcompetitive
advantage (Kehoe &Vright, 2013). Consequentlyresearchers haviacusedon human
resource management practices as vehthktpolicy makerscan usdo raisehuman capital
(Innocenti et al.2011).

Perceived fairness important to all organisational decisiasisch aselectioncompensation,

performance evaluatigandespeciallyappraisalJawahar, 2007). Indeed, Cardy and Dobbins
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(1994:54) proposedhat “with dissatisfaction and feelings of unfairness in process and inequity
in evaluations, any appraisal system will be dooneefhilure.” Skarlicki and Folger (1997)
arguethat if individualsperceivetheir performance appraisaseunrelatedpiasedpr political

then the PAprocess can causggh levels ofdissatisfaction. So, employees wieel that they

are not treated fairlgespoml by changingheir attitudesowards their job§Vigoda, 2000). Fo
example, they may be prone to engage in deviant workplace beh@oginbiManriquede

Lara & SuéarezAcosta, 2014) Furthermore, unfair treatment may lead employees to be
distracted from the task by focusing them on how they are being treated rather than the task
itself (Westerman et al., 2014)0On the other hand, perceptions of fgipeaisal and treatment

help to avoid negative outcomes such as increased turnover intention, job burnout and
depression (e.g., Spar Sonnentag, 2008; Maslach & Leiter, 2008; Rubéd&e, 2015).

In addition to serving as a vehicle for averting negative work outcomes, faraesptions
are associated withpositive employee attitudes such as job satisfaci¢orsgaardand
Roberson, 1995; Lira, 2014; McFarlin &weeney,1992; Sparr &Sonnentag, 2008)
organizational commitmer(Cheng, 2014; Colquitt, 2001; Konovsky &opanzano, 1991,
Steensm& Visser, 2007)trust in managemefiByrne et al., 2012; Chor& Hubbell, 2008;
Lau & Oger, 2012; Pillai et el., 1999and behaviowa outcomessuch as organisational
citizenship behaviourDaly et al., 2014; Elanain, 2010; &rk, 2007; Fassina et al., 2008
BecausePA is amongthe most important human resource management praetncelas
significant implications for improving and leancing job performance, explorii fairness

in the Kurdish working context isnportant UnderstandingPA fairnessis important for
organiationsbecause of its relationship with positive employee attitudes and behavtoahs
ultimately promotethe effective functioning of the orgaaitton. Consequentlythe present
researclaims to empirically investigate the influence of knesson employee attitudes and
behaviours in the public banking sectotriagi Kurdistan.The study also seeks to investigate
the mediating effects of employee attitudes (job satisfaction, trust in management,
organisational commitment) on the relationship betweefaPAessand behaviow outcomes
(organisational citizenship behaviouBy testing the mediating effecthis study contributes

to the literature in the fields of performance appraisal fairness and work outcomes.
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1.3 RESEARCH PROBLEM

The motivation for undertaking this reseanshto understangerceptions offairnessin
performance appraisals and thershancefairnessperceptionsn actual performance rating
situations This thesisargues that one possible explanation for the difficulties in attaining

positive outcomes may be the perceived fairness of therédess

Problems relevant to performance appraisals can emerge from the logic of appraggersgfor
inaccurate evaluation&ppraisers want to take account of what is serving their interests instead
of providing accurate ratingéMcCarthy, 199% For instance managersmay overstate
employeestatings to obtairtheir favour or to avertonfrontation by theppraisedFried &
Tiegs 1995. Researcherm the field of human resource managentemte been interested in
measuringindividual performance for a long time (Arvey &lurphy, 1998; Hyde, 2001),
despitethe difficulty inmeasuringob performancendfallibility of personal human judgment
makes the process of designing Bystens more complex (Berman et aR012).Thus, the
matter challenging managers and researchers is how te pesiformance appraisal operate
successfullydespiteits inherent disadvantages and the absence of alternatives (Kim, 2014)
KelloughandSelden (1997arguethat the failure of pajor-performance hakappened as a

result ofnon-existanttrust in PA

Theseproblematicoutcomesf PA underminean effective culture based on performance that
can lead to questionable assessment pradicedisturb systems determined on rewarding
merit (Berman et al., 2IR). In spite of theproblems withPA, organigstionsstick with the
processlt remainan important aspedf human resource managemewen though there are
guestionsabout its efficacy(Golembiewski, 1995). From thiperspective, the effective
functioningof PA is importantto attaindesirableoutcomesFor example, Ggs et al. (1997)
stated thaa PA system characterised by effectiveness may lead to the whole evaluation process
operatingat an optimum performance levé&he success and effectiveness of any performance
evaluationgreatlyrelieson individualreactions to kepartsof the appraisal press (Cardg
Dobbins 1994). Foexample, Murphy and Cleveland (199%t4) reportedthat “reaction
criteria are almost always relevant, and an unfavourablgtion may doom the most carefully

constructed appraisal system.”

Fair and efficient PAwill help to improveorganisational effectiveness, employeetivation
reinforce organisational culture, attract and retamployeesand support total quality
managemen(iGreenberg, 1990; Robersons¥ewart, 2006; Van den Bosl&nd, 2002).There
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is little hope that these desirable outcomes will odcamployees are not satisfied withe
process of PAr perceive it as unfail{ra, 2014;0thman, 2014; Thurston & McNall, 2010;
Dewettinck& Van Dijk, 2013).If employeegerceivePA as being unfair, they will be more

likely to demonstrate negative outcomes such as higher quitting inte@tiaie other hand,
whenemployeegerceive PA as fair, they will be more likely to remain in the organisation
(Rubel & Kee, 2015).The negative outcomdsr individuals have been wieed asa costly
problem for business organisatio(@emir, 2011) Thus, PA fairness is needetb elicit
favourable reactions to the Pand avoid negative consequenceleveral studiehave
documented the magnitude o#lationships between orgaai®nal justice and employee
performance evaluations. Huselid (1995) argued that favourableoutckmesare affected

by the employees’ percepti@and attitudes toward their jebHence,in line with Huselid’'s

(1995) argumenexaminingemployees’ judgments about Réirness and how this variable
influences emgdoyees’ attitudes job satisfaction, trust in managemeand organisational
commitment) and subsequently their behavioural outcomes (organisational citizenship
behaviouy is necessary and appropriaiée key to enhancing positive work outcomes is via

the implementation of fair treatmeatwork. Thus, this studyill explore how employees’
perceptions of performance appraisal fairness influence their attitudes toward organisation (job
satisfaction, trust in management and organisational commitment) and behavioural outcomes

(organisational citizenship behaviour).

1.4 IMPORTANCE AND CONTRIBUTION OF THE RESEARCH

Organisational justice refers temployeesperceptions of fairnesg work In recent yearshts
variable has receivedttentionto increaseunderstanding of organizational justice ahds

study examines the influence of Pirnesson employees' attitudes abdhaviour

This studywas explicitly motivated by a desire to contribute to obtaiaibgtter understanding
of how PAfairnessanfluence employees’ attitudes toward organisateord how these, in turn,
influence behaviouraloutcomes.This study is important because it will contribute to the
banking sectoin a number ofheoretical and practicalays.The presentesearchs important
for two key reasons. Fir§, it focuses on workelevantoutcomesthat are important for
organiations and their stafA\ccording to Judge and Kammeydueller (2012, p. 344), job-
relevant outcomes are important because work issues coipezmple’s identities, to their
health, and to their evaluations of their liveBmployees with highob satisfactiontrust in

management,organizational commitment, and organisational citizenship behaaogr
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typically more willing to work toward achieving the goals ofitlmeganistions (Kim, 2005).
Secondly, theesearchattemps to address a number of research gaps in the human resource
management and organisational behavibt@ratures and contribute to thePA fairness
literatures by adassing a number of gaps in this area

First, the studywill enhance our understanding of the consequentd?A fairness The
findingswill demonstratéhe importance and influenoéPA fairnesgn order toattain positive
outcomesSecond, studies in the field of organisatidmeaviouthaveincreasinglyfocussed

on organisational justice to explain its effects on individuals’' attitudes and behaviour.
Regarding the link between Fairnessand employee work outcomes, much of the research
usesPA fairness aa variableo predict a variety of employee #tiiles or it usel as a variable

to predict behavioa outcomesThereis a paucity of research that has examined PA fairness
to explain its effects orboth employee attitudes and behaviour comprising several job
variables Given this perspective, there is a needstiady PA fairnessthat addresseloth

attitudinal and behaviouralutcomes.

Third, thestudyassesassthemediating effect of employee attitudes on the relationship between
PA fairness and behavioural outcomes. This exiband theiéld of empirical evidence by
consideringmultiple mediating variables in an attempt to assess the ceelatibnships
betweenPA fairness and aspects of employee woutcomes. It will contributéo a richer
understanding of theutcome relationships between PA fairness angl@yee attitudes and
behaviour. In light of this, the research will adopt a mediation model that contaltiple
mediatorsvhich foster aleeper understanding of chain relationships between a set of @ariabl
Previous studies show that PA fairness is positively linkesmployeavork attitudes such as

job satisfaction, trust in management, organisational commitment. Furthermore, these four
attitudes are positively related to behavioural outcomes such organisational citizenship
behaviour. This research will broaden this base of study by considering multiple mediators,
namely job satimction, trust in managemerdffective and normativeommitment. By so
doing, this research adds to the PA fairnédssature by testing the mediatingfluence of
employee attitudes on the relationship between PA fairness and behawidguoshes.

Fourth, the researchxtendrior studien the relationships betwetairness perceptions and
employeewvork outcomes by examining these relationships in the Kurdish working cohtext
recent years, there is an increasing interest in investigahagrelationship between
organisational justice and organisational behaviddowever, most studies haveeen
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conducted in Wege.g.De Gieter et al., 201Xatou, 2015; Soushima et al.,2013and Asia
(e.g.Luo et al., 2013; Wong, 2012; Yang, 20Q,l@ndfew have investigatethe nature of this
relationship in the Middle Eastern RegiornThis also applies to tha@ssociatiorbetween PA
fairnessand employee jobutcomes, where there is an increased numbsudfes connecting
PA fairnesswith work attitudes and behaviouns the Western Countrig®.g.Byrne et al.,
2012;Farndale &Kelliher, 2013; Lira, 2014; Lau &ger, 2012) and Asia (e.Bubel& Keg
2015; Juhdi et al., 2013), bob studies in the Kurdish working conteXhis research is the
first serious attempt to examine employee attitudes and behaviurdistan This will help
determine the generadibility of findings acquiredrom empiricalresearchimplementedn
developed countriesiFurthemore this research is the first study that has assessed the
relationships betweeRA fairnessand employee attitudes and beloavi in the Kurdish

working context.

Finally, the research is designed to provide managers with insights into the importance of
conducting performance appraisals in ways that employees see as fair, and how tthieimelps

to manage employeeffectively to draw desirable attitudinal and behavioural reactions from
employeesMoreover, the results will assist managers make better decisions providing them
information about how PAairnessinfluences employees outcomes at work. The outcome of
the current research realises that implementing faiisP&lated to deliveng positive job
attitudes and behaviour. This is considered to be a significant contributidurtbsh

organisational studies.

1.5 AIM AND OBJECTIVES

The aim of this research is to investigate whether employees’ perceptions fafrigss
influence their attitudes and behaviour in the putiioking sector in Kurdistan. It is proposed
that the perceived fairness in Rffluences employeesattitudes tovard the organisation (job
satisfaction, trust in management, and organisational commitiié@3e, in turn, influence
employeesiork-relatedoehaviour (organisational citizenship behaviotihus,this studyhas

the following main research objectives.

1- To examine the mediating impact of job satisfaction on the relationship between
performance appraisal fairness and organisational citizenship behaviour.

This objective relates to hypothese8 (p.78)
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2- To examine the mediating impact of trust inmagement on the relationship between

performance appraisal fairness and organisational citizenship behaviour.

This objective relates to hypotheses 40.81)

3- To examine the mediating impact of organisational commitment on the relationship between

perfamance appraisal fairness and organisational citizenship behaviour.

This objective relates to hypothese$Z (p. 84)

1.6 THE CONTEXT OF IRAQI KURDISTAN

Iragi Kurdistan is located in the north of Irag, and coversea af 80,000 km/ 30,888 sq. km
(KRG, 2008). Iragi Kurdistan, officially known as tKeirdistanregion, is the Kurdish area
which basically constitutes three governoratedil, Suleimaniyah and DuhoErbil is the

official capital of the Kurdistan Regiowhich has no internationally eécognised border
(Stansfield, 2003). It is considered part of the Republic of Iraq, which enjoys sovereign freedom
over its territory, with a population of about 4.8 million (Kurdistan Board of Investment &
General Consulate France, 2011). It has a spelofiation bordered by the central Iraq
government to the south, Turkey to the north, Iran to the East and Syria to the west. The
Kurdistan Region includes governing institutions in presidency, parliament and the
government are all acknowledged likewis@eTConstitution specifies the limits and scope of
the powers of the federal government in the region, albeit its interpretations have involved a
large array of disputg#&horshid, 2014).

The literal meaning of Kurdistan the land of Kurds. It can be deded as a gecultural
region in area that comprisevast majority population of Kurdsind where Kurdish culture,
national identity and language have historically been centred. (N2@8b). In this regard,
from an ethnic perspective, Kurds can beilgadistinguished from their neighbours
(McDowall 2004). In the past, Kurdistan wadsvided into several states, and it enjoyed
different levels of selfjovernment under the rule of the Ottoman and the Persian engeifes
government ended with the emenge of new natioistates on the ruins of the Ottoman and
the Persian empires namghurkey, Iraq, Iran and Syria (Voller, 2012). The majority of Kurds
are Sunni Muslims different from Arabs, but share similarities with Iranians. Since the British
Empire ceated Iraq after World War | from the Ottoman Empire, the Kurdish Autonomous
Region of Iraq has been the site of strong conflict with different insurgencies (Gunter, 2009).
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Beside Kurds, there are other small ethnic minorities which coexist with Kurds in the Kurdistan

Region namehAssyrians, Chaldeaand Turkmen.

Prior Iragi regimes held powerful control owe Kurdistan Region after World War | as a
result of the Lausanne Taty (192041923). The KRGrepresents the government of Iraqi
Kurdistan, which has been constituted for more than 20 years. The three governorates of Iraqi
Kurdistan (Dohuk, Erbil, Sulaymaniyah) faced semi liberation in 1991, for the first time, as a
consequence of succeeding the Kurdish uprising of Irag and removing'8adelgime from

Iraqgi Kurdistan (Stansfield, 2003). The government of Iragi Kurdistan was established in 1992
when the first elections were held. Since the formation of the KR@ territories were
developed based on nationalism in Iragi Kurdistan, distinguishmdrégiKurd movement

from its regional ethnic counterparfBhe status of the KRG was officially recognised in the
Iragi constitution in 2005, ensuring the right of the Iraqgi Kurds to practice the local power over
all administrative requirements of thegi@n (Natali, 2010;Khorshid, 2014) In light of its
ethnicnational identity, the actions of the KRG have been widely viewed as part of broader

strategy to obtain juridical independengdich, 2013).

Mountains are the most eminent geographic attribtitbe Kurdistan region. In this regard,

there is a famous Kurdish proverb which indicates that the mountains are the owlyfdrie

Kurds (Gunter, 2009Kurds speak a Kurdish language which is part of the Bdmpean
language family, and their accsratre close to Persian (Jwaideh, 2006). Consistent with article
121 of the Iraqi constitution of 200Baqgi Kurdistan exercises legislative and judicial authority
which embraces all the administrative requirements of the region including service delivery.
Moreover, Iragi Kurdistan has established its own diplomatic offices abroad, and has a
president and a prime minister. The democratic society has emerged in the Kurdistan Region
under the auspices of the International Declaration of Human Rights, basedianustice

where the citizens in Iraqi Kurdistan are enabled to shape a united and democratic region based
on a federal, democratic and parliamentary Iraq, which believes in human rights and pluralism
(Kelly, 2010)

Since shaping the government of griadependent Kurdistan, several countries establiahed
relationship with it. KRG has a good relatiomish the United States and the United Kingdom,
Turkey, Iran,andIraqi Kurdistan appears to be internationally recognised. In the past five
years, the relations between Iraqi Kurdistan and its neighbouring countries have been
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considerably improved, particularly with Turkey which has become the primary contributor to
the foreign presence in Kurdistan (O'Leary, 2008). The United States, as an international
player, and Turkey as a regional player, exert a major role in delineating the political trajectory
of Iraqi Kurdistan (Mohammed, 2013). KRG have enjoyed good relationships with the UK,
since it helped protect the Kurdistan Region. KRG perceives thes®mships as important,
because it considers the UK government ypkdced to contribute to the development of the
Kurdistan region as a stable and prosperous democracy (KRG, 2014). Admittedly, the
international benefits upon which the Iraqgi Kurdistan is base@erceived as an imperative

to achieving political strength and economic prosperity. Thus, in sustaining continuous
economic relationships with its neighbours, the Kurdistan region would avoid risks of losing
the development and prosperity it lggsned since 1991 (Abbasi, 2008).

The economy of Iragi Kurdistan is based on oil, agriculture and tourasgn Kurdistan enjoys

the independent management of its resources and revenues along with economic prosperity,
which has allowed it taccelerate reconstruction and development in the region, having more
stability and it is considered as a safer place compared with other places Wealsag 201).

It is realised that the Kurdistan region has an environment that is a much strongen posit

grow and thrive within a prospering economy, equal to Iraq as a whole (Abbasi, Q068)

the past few years, the importance of the Kurdistan Region has increased as a result of two
important factors. Firstly, the removal of sanctions on Iraq acdrglly, the richness of its
natural resources (Bryza, 20%8). Mutual economic interests have gone beyond the mere
importance following diespecially after discovering gas. Oil is the major source of foreign
investment Exports of oil generatbigh levels of income reaching over 90% of the Iraqi
budget, in general, and the Kurdistan Region, in partiq@tkadiri, 2012) According to
differentestimats, the oil production capacity of Kurdistan Region is between rough8030

billion barrels of oil resrves and 22 trillion cubic feet of gas, and the revenues these resources
generate for the KRG are expected to increase in the future, nearly tripling by 2020 (Mills,
2013). The agriculture sector also contributes significantly to the economy along with
extractive industries, and it is essential to reduce poverty and improve economic stability (RTI
International, 2008)In addition, educational development in Kurdistan region is relatively

good in comparison to the rest of Iraq (Aziz 2011)

The KRG has exgrienced an explosion in foreign investment as a consequence of progress
made in investment of fremarket practices and entrenching security in the region. In this
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regard, FDI Magazine, an organisation belonging to the Financial Times, classifiedherbil, t
Capital of KRG, as fifth among the top cities in the Middle East, with regards to the possibility
of foreign direct investment in 2011 (FDI). The Kurdistan law of investment was issued to
enhance investment and generate a good business environment in the Middle East, and to attract
foreign investors in establishing businesses in Iragi Kurdistan. This law has been targeted to
eliminate legal barriers that permit the investment of foreign and national capitals that
ultimately contribute positively to thecenomic development process (Kurdistan Regional
Government, 2010). According to (KRG, 2008), private firms in the region have increased
from 8,000 to over 30,000 firms, and the United States trade events have considerably
increased, reaching tenfold year-year from 2005 to 200Pgasche & Sidaway, 2019)he

stable situation in Iragi Kurdistan has attracted foreign firms such as Exxon Mobil, Chevron
and Total, which have signed contracts over the last years directly with the KRG without
reverting to the central Iraqi governmetdirianj, 2013) Currently, KRG have a good
collaboration with foreign governments and international firms. Furthermore, sustaining good
collaboration with the Arab countries is among the KRG’s priorities (Kurdistan Board of

Investment & General Consulate France, 2011).

Figure 1. 1Map of Iraqi Kurdistan
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1.7 BANKING SECTOR IN KURDISTAN

After removing the Regime of Saddam in 2003, the central government of Iragq, and KRG
especially, began to open to the external global environment. The law of banking was issued
in 2003. The law provides the legal structure of Iraq for the banking sysesodrdance with
international criteria, and attempts to enhance trust in the banking system through constructing
a system that is characterised as safe, sound, competitive and accessible in banking activities.
Between 2003 and 2004, the newrency of lagi Dinar was issued by the Authority of
Coalition Provisional to engender a single unified currencydhatbe used everywhere in

Irag. The old currency of the previous regime was exchanged with the new one (BKR

International, 2013).

Since 2005, the banking sector in Iraq has been transferred to the new covenant, after
witnessing the prosperity and reconstruction of the country, which attained many advantages,
such as new technology, offering higher quality services and products. Within an increased
moveament and accelerated growth in the Kurdistan region, a very large number of firms are
involved in business sectors, including the banking sector through opening its branches and
offices (Doski &Marane, 2013). Good strategies have been planned by thestamrdegion
governmentto promote a program that seeks to attract domestic and external inventors to
establish projects in the region. Consequently, the Kurdistan investment law which was issued
in 2006, assisted banking organisations to expand its serfoceinternational firms and
customers yww.theotherirag.coim According to USAID (2008), the Kurdistan region has

experienced better business programs in terms of its potential to accomplish rapid economic
growth and development. Yet one of the most pertinent matters is the shortage of effective
techniques in the modern banking industry. Following the boom of development in all sectors
generally in the region, a multitude of international conferences on the economy of Iraqi
Kurdistan were held, and numerous positive developments for Kurdistan’s financial sector
were expected. It is expected that the banking sector and financial services would expand
rapidly in the Kurdistan region of Irag, since there is seraftat from HSBC to place its

owntbrand on high street branches in the regmwy.iragbusinessnews.cqm

The Kurdistan region is considered to be the best environment for investment, because many
big canpanies in all business seddincluding banking ) have only one option to conduct
investment in Iraq, through accessing the Kurdistan region, because the risk is very high in Iraq

as result of an absence of security andilgiatDoski & Marane, 2013).
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Given the KRG has followed a policy that encourages in welcoming and absorbing foreign
banks and companies, the region has witnessed a great increase in the emergence of new banks
in the Kurdistan region. There are many banks operating in the KurdisteanRebich has
reached more than 84 public aéd private banks. This situation has been improving since
2005. The Branch of Central Bank of Irag “Harem Bank” practices a control role on foreign
exchange and the Iraqi Dinar, and manages the banking nausiie region. The monetary
policy in KRG is laid out by the Iragi government through the Central Bank in Baghdad.
Confidence in the banking system in the Kurdistan region is increasing with more banks
entering the region, beside a growing number ofiforérms, since these firms need to obtain

a better quality of banking services (Kurdistan Board of Investment & General Consulate
France, 2011). Economic growth in the region and relative safetynajor factors in the
banking industy prospering in Irgi Kurdistansince the liberation of Irag in 2003 (BKR

International, 2013).

The banking sectgrovides a wide rangaf banking services to the Kurdish market, such as
trade financing, letters of credit, guarantees, bills discounting, domestic and external
settlements, foreign exchange transactions, and working capital and project lending. Many
banks also provide real estate loans and most of the real estate fundirggdonstruction of
housing projects (BKR International, 2013). Offering banking sesvifor people plays an
important role in the development of the national economy in Iragi Kurdistan, so deals with the
sector can effectively lead to achieve stability and continuous growth (Kurdistan Business
Agenda, 2007).

The emergence of the oil and gas industry on one side and a large increase in foreign firms in
the Kurdistan region on the other side, led to a growing demand for professional banking
(Kurdistan Board of Investment & éheral Consulate France, 201The banking sector
attracted, andsistill attracting, large amounts of capital investment. The state owned Central
Banks in the region are categorised in two forms, 14 State owned Banks and 30 private owned
Banks. To date, there is moreath$2.3billion investment in the Banking Sector. This amount
indicates that the banking sector in the region witnessed large growth compared with other
sectors such as the insurance sectimeflbu& Okanlawon, 2015). It is expected in the future

that a multitude of banks will settle in the Iragi Kurdist&arthermore, since the region is
experiencing an increase in econorgiowth more and more firms enter ttegion, and they

want to deal with the banks that provide better services (Kurdistan Board of Investment &
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General Consulate France, 2011). Accogtl, the range of facilities that banks provide to all
parties are important to establish large projects which can sustain economic growth and aid to

generate new job opportunities for the Kurdish people.

1.8 CHOICE OF THE CONTEXT
The publicbanking sector in Iragi Kurdistan was selected for study for the following reasons:

First, it is one of the most important sectorsthe Kurdistan Region and represents a main
contributor to Kurdish economic performance. Téignificant role of banking has been
observed through its credit facilities to tKerdish market in thédorm of a wide rangef
banking service¢BKR International, 2013). Second, the banking sectorsplégl role in
influencingforeigninvestment. In particular, after witnessing the emergence of the oil and gas
industry, he demand for professional banking hageasedKurdistan Board of Investment

& General Consulate France, 2011). Third, Kurdistan is a Region in a Kurdish community
setting which is different from others. Specifically, Kurdish culture is different from the
Western cultures. Thus, research in this setting has practical value.

Fourth, service organisations doeused largely on peoplBased on Vandenabed2013),
the contributions of people are vitldr public services and they are deemedmiusst criticd
asset Thisview can be applied to bankiramdthere is an imperative to put more focos
employees’ outcomes. It is hoped that the present studglegibn effective role in providing

athorough understanding of the work attitudes and behaviour of banking sector employees.

25



1.9 THE STRUCTURE OF THE THESIS

This thesis is divided into sizhapters as depicted below.

Chapter 1: Introduction

The first chapter introduces the research topic as well as a brief introduction to the background
of the study along with the research problem. The chapter also outlines the aim and objectives

as well as the context of the study.

Chapter 2: Performance appraisal fairness

This chapter discuss®A fairnessandemployeeattitudes and behaviours and their impact in
organisations The chapter reveals the existifigerature in the field ofhuman resource
managemerpractices, ganisationabehaviouy andjusticeresearchVarious fairness aspects

of PA are discussed including RFDF and IF Work+elated outcomesomprising job
satisfaction, trust in management, organisational commitment, and organisational citizenship
behaviourare also discussedrlhis chapter introduces theam theories that prevaih the
literature on the organisational flagsswork outcomes relationshipamelysocial exchange
theory and the norm of reciprocity help to explain the link between fairness perceptions and

employee ditudes and behaviour.

Chapter 3: Conceptual framework

This chapter presents tkkenceptual modealsed in the study as well aglatailed discussion

of the research hypothesdhe chapterstarts by describing the conceptual model itself, and
the mechanisms it tesssich aghe influences of performance appraisal fairness on employee
work attitudes and the impact of those attitudes on weldtedemployeebehaviour Each of

the variables employed is investigated and the research hypotheses are devidieped.

relationships among variablasd prior research findings are discussed.

Chapter 4: Research Methodology and Methods

This chaptercoversa number of methodologicabpics the research philosophyesearch
approachresearchmethodsresearch strategy, time horizon, and data collection methdd
analysis technique. justifiesusinga survey basediuestionnae as a data collection method

and the statistical toolssed ® examine the data.

26



Chapter 5: Research analysis and results

This chapter includes the demographic profile of the survey respontentgsults of the
descriptive analysis of the research variabless t#steliability, Independent Sample-té€ss
and confirmatory factor analysi$he last sectiopresentgheresults of hypotheses testing by
PROCESSnacro Software

Chapter 6: Research discussion andonclusion

This chapter presenss overalldiscussiorof the findings in line with the aimend objectives.

The chapter also provides an overview of the main connections found between the variables.
The outcome of the research hypotheses are reviewed and compared with previous studies in
the field.It includes a discussion of the contributions to knowledge along with the managerial
implications of performance appraisafairness on employee outcomgsas well as
recommendations regarding implementation of fair performance apprai$eds chapter
describeghe limitations of the present reseamd includessuggestiondor further study

Conclusions of the study are provided.
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Chapter two: Performance Appraisal Fairness Employee Attitudes and Behaviours

2.1 INTRODUCTION

This chapterbegins by presenting a review pérformanceappraisal The second section
discusses the fairness of RAd the importance of PBF and IFin performance appraisal are
demonstrated. The third section discusses wodtated attitudes and behaviours with respect

to job satisfaction, organisationabramitment, trust in management and organisational
citizenship behaviour. This chapter also illustrates the importance of employee attitudes and
behaviours in the workplace. Finally tbieapterconclude with a summary of previous studies

relevant to the msent research.

2.2 PERFORMANCE APPRAISAL

This section presents a brief outline of the concept of performance apgraisah( illustrates
the purposes of usingA in the workplace.Theories and studies regarding employees’
perceptions of PAairness are discussed

2.2.1 Concept of Performance Appraisal

Performance appraisal is regarded as one of the most important human resource practices
(Boswell& Boudreau, 2002; Kehoe Wright, 2013), and is among the most widely researched
subjects in the field of work psychology (Fletcher, 2001). It has been viewed as an important
method in the field of managemewhich is used to measure the performance of employees,
clarify personneldecisionssuch as promotions, transfers, layoffs, and allocating financial
rewards. Furthermore, it is deemed a suppyp®itool to develop employees’ cap@cdhrough
providing feedback onemployee job performance, determiningningneedsand
requirements, and evaluating the achievement of organisational goals (Daley 1992; Fletcher
2001; Murphy& Cleveland 1991; Taylor et al., 1995). Thus, the use of performance appraisals
in organisations aimi assess job performance, assasployee attitudes; reimfce work

qudity, and improve profitability andjrowth (Kline & Sulsky, 2009). PAas become, to a

large extent, an aspect of a more strategic method to integrate the functions of human resources
and organisation policies, and is now a general term thhtaees a broad set of activities
through which organisations attempt to evaluate employees and develop their capabilities,
promote organisational development, and allocate financial incentives (FletcRerrg,

2001).
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PA is predominantly considered an important functednhuman resource management
(Smither &London, 2009), and it is a key tool management that aini@ improve employee

job performance (DeNisi & Pritchard, 200®erformanceappraisalconsistsof measung

work performance, which basically embodies a fundamental component of the process of PA,
without identifying the actual methods employed for measurement (Kavanagh, Benson &
Brown, 2007). Performancappraisal, which is an element of performance management, is
considered the process by which an organisatieasures and assesses employee behaviour
andachievements, over a specified period of tim&lgh, 2003). Dessler (2016) defines the
performance appraisal as a process in which an employee’s job performance is measured, based
on performance criteria, in order to ascertain the level of work quality the individual has
accomplished, and to further specify competencies which may require further tr@oems

and Jenkins (2000) state that a performance appraisal is a mandated process by an organisation,
in which an individual’s performance and personal attributes during a determined period are
individually judged, evaluated and explained by the apprase the results of the assessment

are preserved by the organisation for future reference. Performance appraisals are also defined
as a periodic assessmerft tbe work level of an employemeasured against particular
anticipations (Yong, 1996%imilarly, Fletcher (200473) defined performance appraisal as
“activities through which organisations seek to assess employees and develop their
competence, enhance performance and distriwards”. Performance appraisal & key

aspectof human resource magement practices thagtlays an important role inwork

development

Irrespective of the definition of PA, the PA system that is used in the majbatganisations

is structured andormal. The appraisal process typically involves a discussatweenthe
appraisee and the appraisereringthe employee’s performance and their training needs. PA
refers toa structured formal interaction between the employee and the manager, which
generally takes a periodic interview form (annual or semiannual), in which employee
performance is investigated aassesse(Sabeer& Mohboob, 2008). Woff(2008) confirms

that theway to solve poor performance is communication connected with clarity about goals
and expectationsntervention at the appropriate time and making sure that appraisers have a
clear perceptions of the core problem before implementing a solution. Iregfaiedy Suff
(2006)reportsthatthe majority of managers uS&\ processsas a way to communicate their
expectations to individualdResearch indicates that effectiperformance appraisal can

enhanceemployee goal alignmenthich allows them to know to what extent that their work
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relates to organisatiahgoals and prioritiegAyers 2013) In a similar vein PA is usefulto
connect employee job performance to the organisatexpectedevel of performance. In turn,
employeewvill be more involved in the PA process to discover how mu@ndffort they are
making to their organisations (Kim, 2014).

Aswathappa (2013) reported that the information acquired from the results of PA can be used
to make severalhuman resource disions, such as wage increase, promotion, or transfer.
Furthermore, it can balsoused to design evaluation programmes that contribute to build a
database of individuamployeesin this regard, Gomelrlejia et al.(2016)provide a model

of performance appraisal which illustrates the important role of PA in developing employee
performance. This model entails identification, measurement and management of employee
performance. Identification refers to specifyimgat area of work should be examirgdthe
appraisers. Measurement involvesiake judgmerst about individual performance
Managemenis a process of providingmployees with feedback and takicayrective actions

such as train them to reach higher lev#lperformance (Figure 2.1).

Identification Measurement Management

Figure 2. 1 The Model of Performance AppraisabiezMejia et al, 2016:233)

Hartmann and Slapnicé2009) indicate that appraisers conduct either a formal or informal PA
They found that formal PA has a positigect onappraisees’ trust in their appraiseasd
provides more accuracy and consisteresultsin comparison tonformal PA.Even though

the CIPD (2005) claims that there is no single correct manner to implement performance
evaluation, there are five main factors to an appraisal in the context of positive digegue
Table 2.1)
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Measurement Evaluating job performance agairgreed targets and objectives

Feedback Presenting information to emplegs regarding their performance a

improvement.

Positive Focusing on what has been performed well and making constrl

reinforcement criticism concerning what improvements that might be required.

Exchange off Exchanging views regarding what has happened, hppraiseescan
views improve their performance, the needed support from their manag

accomplish this and their ambitions for their future employment.

Agreement | Making an understanding by all parties regagdvhat is needed to impro
job performance generally and address any matters raised in the course of
the discussion.

Table2.1 The Five Key Elements of a Remance Appraisal (CIPD, 2008)

Murphy and Cleveland (1991) suggest that evaluating the effectiveness of all human resource
management practicesas important issue in performance appraisals. Mani (2002) notes that
PA effectively assistsndividuds to improve their performandeecausehey can produce
specific performance feedback. heuggesthat PA also assistsupervisors to determine
employment training needs and requirements. Moreover, they also note that effective PA leads
to increased employee motivation and thus increasaspiwaluctivity. On the other hand,
ineffective PA may lead to inconsistent messages regarding which aspects of work
performance are high and which are Jalue to the probable deviation between employee
behaviour and organisational redwa (Murphy & Cleveland, 1995). Therefqarethe
measurement of PA systemBectiveness should be taken into account when designing a PA
systemLongenecker and Nykodym (1996) summarised the key features of using performance

appraisal as:

1. Provides supervisors withsaitable communication technique for identifying individual
goal and job performance planning.

2. Increases individual motivation and productivity.

3. Facilitates issues relevant to individual growth and development.

4. Provides a strong basis for decglipay and salary administration.

5. Provides information famany human resource decisions.
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2.2.2 Purposes of Performance Appraisal

Organisationsuse PA for many purposes. The differences result frdifierencesamong
organisational goalsOverall, PA aims to develop thg@erformance of individuals and/or
organisations by using information respecting the behaviour of individuals a{Saivarajan

& Cloninger 2009). On the other hand, the lack of uniform understanding gfuPposes
contributes to dissatisfaction with PACheng & Cascio, 2009RA fulfils different functions

in organisations, such as to promote employee performance and productivity, distinguish the
strengths of an employee from Hisr weaknesses, and develop employees’ skills and
capabilities (Cook &rossman, 2004; Murphy & Cleveland, 1991). Indeed, ultimately the goal

of PAis oftento increase performance at the organisational level (DeNisi & Gonzalez, 2000).

GomezMejia et al. (2016) assert that a number of organisationsR&dor developmental
purposes, including specifying weaknesses and strengths and specifying training needs.
Further, PA can be employed as a basis for managerial decisions in relation to selection,
promotion, termination and rewardbklowever, past research highlightethe distinction
betweenadministrative and developmental purpogedministrative purposes are suitable in
situations where management have to make decisions about selection, rewards, promotion and
termination.In these situations, performance appraisals give a picture of how an individual
may have performed, whereas development purposes are to enact some type of behavioural
intervention that provide developmentabpportunities that contribute significantly to
continuous improvemenin this fom, performance appraisals provide information about how
their performance conforms with the ideal performance and attemgirrect orimprove
behaviour(Boswell & Boudreau, 2002Battagliq 2014). On the other handome studies
suggest that the common purpose of PA from the employee perspective is to measure
performance, whereas the purpose of PA from the organisaperspective is to achieve
organisations goalCaruth &Humphreys, 2008; Youngcout al, 2007).

It is reported that there is an association between the purposes arfidPifs outcomes for
organisation and employee. For example, Gabris and lhrke (2001) state that managers and
employees will not respond favourably if the identified purpose of PA ditiar the perceived
outcomesiIn this regard, Nurse (2005:1182) argues that “if employees consistently meet and
exceed performance standards and requirements but are not appropriately rewarded, through
increased pay or promotion or other appropriate forms of recognition, the linkage between

performance appraisal and employee career advancement is weakened”.
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Cascio(2016) identified the purposes of Pand divided them into fivdoroadly defined
functional categories as shown iige 2.2.

Establish

Training
Programs

Career
Decisions

Individual
Feedback

Purposes of
PA

Tool for

Develop

Diagnosing [
Organisational Tesstﬁrr:da\L/rgl?dlirt]
Problems J d

Figure 2. 2 Purposes of performance appraisal (Cascio, 2016)

In spite of different uses of PA, its main intention is to enhance organisational performance
(Williams, 2002) Youngcourtet al. (2007) contend that the perception of PA purposes will
influence employees’ attitudes toward PA. James (1995) argues that implementing clear
purposes and fairness PA is likely to shapdhe culture and the quality of work in an
organisation. Therefore, the purpose of PA should be taken into account when establishing a

PA system in order to produce a significant impact on employee work outcomes.
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2.3 FAIRNESS OF PERFORMANCE APPRAISAL

The study of fairness and justibas been a sjdxt of philosophical attg¢ion which extends

back nearly as far as Plato and Socrates (Ryan, 1993). In organisational research, justice is
deemed to be socially constructed. That is to say, an action is determined as fair if the majority
of people perceive that the action is appliairly (Cropanzano & Greenberg, 1997). Hence,
linking objective aspects of decision making to subjective perceptions of fairness can be

regarded as a main driver for fair treatment.

Research in the area of PA efficiency and methods for assessmertusesifon employees’
perceptios of and satisfaction during the process. This trend encourages researchers and
managers to investigabé the efficiencyof PA systems and assegstems which contain these
elements. Recent research has demonstrated that users’ atiitwdes theprocess of PA

largely determinghe effective functioning of the PA system (Roberts, 1990).

Pastresearch has determined RFévnessas a significant criterion in judging PA effectiveness
(Erdogan, 2002; Murphy &leveland, 1995; Roberts, 1990; Taylor, et al., 1995)fdAess
and its consequences haleen investigated becausemust be seen as fair and just by
appraisees in order to be effectiva€@nberg, 1986). Cardy and Dobbins (1994) indicate that
when employees perceive the process of PA as unfair and unsatisfying, tomstyain

progress

Haar and Spell (2009) note that fairness perceptions may lead individuals to react toward PA.
For exanple, employees will react more positively toward a PA system if they are engaged in
the appraisal’'s constructiotfurston& McNall, 2010).0n the other hand, #mployees
perceiveunfairnesghat may causthem to concentrate on how they are being treattuer

than the task itselfWesterman et al., 2014frurthemore, a lack of trust inperformance
appraisals will have a negative consequences on employees’ perceptions of PAHKIne&
2014).However, Roberts (2003) argues that appraisers can address the negative coesequenc
of PA by ensuring individugdarticipation in the processhis provides evidence of the distinct

role of fairness inthe context of PA. Van den Bes al.(1998) statehat individuals would be

more receptive to organisational decisions and demonstrate positive feeling toward the
outcomes of these decisions whmanagers use fair procedures to make decisions. In this
regard, it is important to the success of any PA systeab the appraisers take into

consideration the appraisees and thedictions to the process of PAowever, if employees
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do not show their desire to accept and support the PA system, the appraisal sysiecomi
useless andften fail to achieve it®utcomes (Cawlegt al, 1998).In other wordsPA can be
rejected or accepted on the basis of fairness perceptions (Kim & Rubianty, 2Ogaying
employees in setting goals and PA standards is vital to increase their acceptance of PA
regarding procedat fairness (Kim& Holzer, 2014)Therefore, appraisers should concentrate

on PA fairness as an avenue of organisation improve(@at & Sai, 2013Krats & Brown,

2013; Sholihin & Pike, 2013).

Dissatisfaction with ineffective PA has encouraged researchers to investigate the impact of PA
on work performance. Skarlicki and Folger (1997) suggest that the process of PA can create
high levels of dissatisfaction when employees view that evaluatiensiased, irrelevant or
political. Moreover, Nurse (2005) found that individuals who felt that the outcavhe
performance appraisal was not fair would also believe that their anticipations in relation to
performance development were not being fulfill@dhman (2014) points outthat the main
problem facing managers is that the subjectf%& is much more judgmentand thus
potentiallyviewed as unfairinaccurateand biased. Clarke et al. (2013) show that employee
perceptions of PA as biased, unrelated or political can lead to generating dissatisfaction and
frustration. Thereby, employees’ perception of PA fairnssgundamental to fulfil the

requirements of effective appraisal.

In this regad, Gilliland and Langdon (1998: 228) provided eightchc®s that foster
perceptions of fairness duripgrformance appraisal process:

X “Have employees provide input into the appraisal process.

X Ensure consistent standards when evaluating different employees.

X Minimise supervisor biases during the appraisal process.

X Ensure raters are familiar with the employees work.

x Ensure appraisal ratings are job related.

x Communicate performance expectations prior to the appraisal process.

X Avoid surprises (For example, unexpected negative evaluations) in appraisal ratings.

X Base administrative decisions on ratings”.
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Perceived fairness in performance evaluati@yasedictor okatisfaction with the performance
appraisal. Many researchers have examined the fairness perceptions of performance appraisal
over time. Bretz, Mikovich and Read (1992) demonstrate that individual perceptions of fairness
areimportant, because most empd@g considered the evaluations neither fair nor accurate.
Erdogan(2002) investigated PAystensin terms of perceived fairness and accui@ugfound

a number of significant factovghich influenced a individuals perception of fairness and the
accuracyof the PA involving appraiser behavioyrgavourability of rating due process
characteristiceand organisational cultuteA study of Fortune 100 firms demonstrated the
important role of fairness perceptions of Bystems among practitioners (Thong&a®retz,

1994). Folger et a[1992) found support for previous results by documenting three important
elements, which employed to expand the implementation of fairness to treoriRéxt.
Examples of these elements comprise adequate notice, fair headngdgmet based on

evidence.

Applying fairness in the workplace is relatéd different organisational uicomes and
employee attituded.awler (1994) asserted that appraisal reactions likely promote motivation

to increase performance. Many studies have demonstrated that conducting performance
appraisals in ways that employees see as fair are likely play a main role in the development of
positive work attitudes and behaviours such as high job satisfaction (Btemdé&r Shultz,

2005; Lira, 2014; Sparr &mnentag, 2008; Yamazaki &oon,2012 ), high trust in
management (Chor& Hubbell, 2008; Colquitt, 2001; Cropanzano et al., 2002; Hartm8ann
Slapnicar, 2009), high organisational commitment (l&auMoser, 2008; Cheng, 2014;
Moorman et al., 1993; Steens®aVisser, 2007), high organisational citizenship behaviour
and low turnover intention (Daly et al, 2014; Elanain, 2010; Luo et al, 2013; &parr
Sonnentag, 2008).

Researchers in the area of organisational fairness divide the fairness concept into three main
dimensions. These dimensions are procediaiahess (), distributive fairness (DF)and
interactional fairnesgIF). Procedural fairness is more related te tlules and formal
proceedingsandthe degree of transparency in the processes of decisions making. Distributive
fairness relates to the fair distribution of outcomes. Interactional fairness is relates to the quality
of treatment received by others in aeg to dignity and respece.@., Bies & Moag, 1986;
Schermerhorn 2009The study adopts the definition of PA fairness suggested by Gupta and
Kumar (2013)as “the fairness of the career systento-the whole procedure, including
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establishment of performance standards, appraisal related behaviours of raters within the PA
period, determination of performance rating and communication of the rating to the rate”. The
rational for adopting this definition that itprovidesacomprehensive conceptualisation of PA
fairnessincluding the three different types of fairness in the context of PA. This study aims to
examine how fairness perceptsarf performance appraisal influeneeployee attitudes and
behaviour in the publibanking sector in Kurdistan. As set out below, literature on these three
forms of fairness showan association between fairness dimensions of performance appraisal

with favourable work outcomes.

2.3.1 Procedural fairness

Procedural fairness refers to the fair procedures used to evaluate performance (Erdogan, 2002).
Thibaut and Walker (1975) present the concept of procedural fairness to illustrate the important
role of fair procedures in overall organisational justicecgdural fairness wolves processes

and procedurewhich organisations use eake decisions relevant to outcomes (Korsgé&ard
Roberson, 1995; Skarlicki Ratham 1996; Tyle& Bies, 1990, Tyle& Lind, 1992). Similarly,
Lambert (2003: 157yefined procedura fairnessas “perceived fairness in the process of
determining distributive outcomes, such as how pay or promotions are decided within an
organization”Niehoff and Moorman (1993) defined procedural fairness as the degree to which
individuals perceive thdheir job performance is fairly evaluated, and their managers have the
ability to evaluate their job performance in a fair way. This definition cenaith that
provided by Gupta and Kumar (2013) who define procedural fairnesheagarness
perceptions of proceduréisat managers use during PA procesand fairness perceptions of

PA standards conducted by the organisation.

Early studies on PEoncentrated on features that make procedures viewed .asafedénthal
(1980) identified six procedural ruleshigh can be used to evaluaimployees’ perception of
PF.

1. The consistency rule states that procedures will be considered fair if they are consistently

applied across people and over time.

2. Thebiassuppression rulstates that pradures will be considered fair if they are free of

bias from the decision maker.
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3. The accuracy rulstates that procedures will be considered fair if they are based on accurate

information.

4. The correctability rulstates that procedures will be catesed fair if theycontainprovisions
for correcting bad decisions.

5. The representativeness rule states that procedures will be consideifethégi represent
the values, concerns and perspectives of all important subgroups and individuals affected by

the allocative process.

6. The ethicality rulestates that procedures will be considered fair if they are based upon

accepted norms of morality and ethical values.

Applying the theory proposed by Leventhal (1980) above tppPécedural rules should be

used to direct performance appraisals in order to enhance and increase the employees’
perceptions of fairness in PAo do sorequiresthat managers and employenake sure that

PA procedures are applied consistently, free ftwas, rely on accurate information, allow the
employees to modify and reverse the evaluation decisions, representative of all parties
concerned, and make the distribution decisions oralmorms and ethical values. However

Lind and Tyler (1988134) argied that "in general, Leventhal's procedural justice rules seem

to be too brad to be more than a first cuigVen thougholger and Konovsky (1989) stated

that the procedural rules of Leventhal have been employed as a foundation of nurmdresis st

in procdural fairness.

In the context of PAPFis likely to be the attention focus of both employees and superiors.
Employees typically consider performance evaluation to be especially important when it is
connected to allocation and distribution that willntfy their rewards ad promotions (La&

Lim 2002). There are two important theories which explain the importance.dfiRHy,
Thibaut and Walker’'s control theory (1975) states that individuals experience a desire to
control what happens to them. R# valuable because it permits individuals control over
outcomes. Secondly, Lind and Tyler’s grougdue theory (1988) states that employees express
the desire to be valuable members in their groups through fair procedures which make

employees believe tlgaare accepted by the rest of the group.
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Erdogan (2002) notes that organisatioas develop criteria for fair appraisal, but procedures
cannot be fair if appraisers do not apply thé@mwwill diminishif appraisers do napplyfair

PA criteriadevelopeddy the organisatiothecause without appraisers’ behaviours cRinot

exist In this regard, studig®.g. Erdogan, 2002; Erdogahal, 2001) have demonstrated PF

as a twedimensional construct. The first dimension is appraiser procedural fairnesh, whic
concerns the fairness perceptions of procedures used during performance evaluations; whereas
the second dimension, system procedural fairness, concerns the fairness perceptions of the PA
procedures employed by the organisation. Both dimensions of procedural fairness are likely to

be linked, but separate concepts.

Researchers have demonstrated the important role of procedural fairness in PA. For example,
Lind and Tyler (1983 indicate that if PA is fairly and accurately operated, employees’
perceptions oPF will increase. The presence of PF in performance evaluations will assist
accurate and completeformation of PA andncreasehe potentiato rectify unfair PA and
maintain the benefits of employe&snployees will see throceduref PA as fair if it includes

some provisions that allow them to complain against unfair(P&1 & Moser, 2008)
Consequently, it is believed that perceived fairness procedures will significantly influence
employees’ perceptions of appraisal accuracy. Due to the importance of PA in the workplace,
it is appropriate fomanagers to use fair procedures for evaluating employee performance. This
is because a high level of PB considered an important concern fmployes and
organisations There is plenty of vadence to illustrate that applying procedures iaysv
perceived by employees as fand consistenaind unbiased is likely tocreate desirable
perceptions such as they féleht their organisatiors reliable, trustworthy and legitimate (De
Cremer et al.2006)
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2.3.1.1Elements of Procedural fairness

There are several elements of PBlger et al. (1992) established a marfgdrocedural fairness
for PA that consistsof three main elementsidequate notice, a fair hearing and judgement
based on evidence. These elements are discussed below

The first element is adequate notice, which comprises giving indivittbalwledge of the
performance evaluatioimhis includes developing performance standards and objectives before
starting the peod of appraisalThese objectives and standards must be documented, explained
in a clear way, understood, and set out with individuals only held accountable for objectives
and standards appropriately conveyed to them. Adequate notice also includes providing
employees regular performance feedback after a suitable time, so that employees can modify
weaknesses in their performance before conducting the evaluation (Folger et al. 1992).
Research demonstrates that adequate notice is a vital factor in perceired &=ample, Tan

and SarsfieleBaldwin (1996) examinetivo aspects of adequate notaredrevealed that elr
anticipationof appraisal and full understanding of the process of PA were vital factors of PF
Furthermore, frequent communication between the employee and the employes foster

individual understanding of the press andmproves levels of performancand trust.

The second element is fair hearimgich means that the employee has an opportunity for Self
appraisaland to appeal the ratirgjven by the rater. Thiglement includes generating a fair
hearing by ascertaining that acceptable evidence is available to the rater. It also involves a two
way conversation concerning the evaluation (Folger et al. 1992; Leventhal, 1980). Essentially,
giving the employeea chance to a fair hearing indicates that they had a voice in the decision
making process, and that their opinions have been heard and considered (Ismail et al. 2011).
Therefore,a fair hearingcontributes to increase tlopportunityof employeeparticipation in

the process of PAnd reinforcefavourable relationships within social groups (Shaw et al.,
2003) Many studies have supported the positive influences of a fair hearing on employees’
perceptions of PiLinna et al. 2012; Dipboy& Pontbriand 1981; Dulebohn EBerris 1999;
Korsgaard& Roberson 1995). Foxample,Dipboye and Pontbrian@l981) discovered that
employees would be more willing to accept negative feedback, if they engaged in the feedback
session. However, Hunton et al. (1998) limited pusitive effects of voice findinghat

increased voice did not exert a response in increased perceptions of PF

The third elemenis judgment based on evidenehich refers to persuading individuals that
ratings are clearly and obviousigked to the level of performance (Erdogan et al. 2001). This
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factor requires that appraisers implement consistent performance criteria towards ajpraisees
an appropriate way without distortion by subjective biases or corruption via implementing
honestynorms (Poon, 2004). Folger et al., (1992) considered observation asd& jadgment
based on evidencehich evaluates the sufficiency of the appraiser's knowledge of the
appraisee’s performance across time. Research shows the important role of juxigpeemn
evidence to employees’ perceptions of(EFdogan et al. 2001). Greenberg (1986) fduhat
appraisal ratings depengbon recorded observations about an employee’s actual performance
were more easily accepted by individualstiarecorde@ppraisal ratings.

2.3.2 Distributive fairness

Distributive fairnss concerns the fair allocatiaf returns and responsibilities ahds vital
importance in team based evaluations (Folg&o&ovsky, 1989). It is conceptualised in terms

of giving rewards that are predicted by employees and sustaining a formally structured
motivation system (Gilliland &angdon, 1998). The term distributive fairness, which was first
employed by Homans (1961), refersetjuitable work outcomes between individuals in social
exchange relationshipk a similar vein,Lam et al.(20021) describe distributive fairness as
“perceived fairness of the outcomes employees receive”. Some researchers, on the other hand,
see distrilntive justice asdirness of allocations compareath what others receiviColquitt

et al., 2001Fields, 2002 In these definitions, theonceptof distributive fairness foceson
equitable remunerations and punishments and is typically based orathatiew of outcome
positivity. Likewise, Colquitt et al. (2001) defined distributive fairnesstie context of
performance appraisal &s correlation between an employees’ comparisons of their work
outcomesand the actual rating received with the work outcomes efaders and the ratings

that coworkers received. The equitf the rating forms the fairness perceptions

In a social exchange view, DFmphasises reactions to the actual outcomes received from the
other party (Adams, 1963).In the context o€igl exchange, Homans (198%) offers a rule
of DF that “A man in an exchange relation with another will expect that the rewards of each
man will be proportional to his costise greater the rewards, the greater the asisthat the
net rewards, omprofits, of each man be proportional to his investmémsgreater the
investments, the greater the profit.” Colquitt et al. (2005) observe that many of Homans’
thoughts about distributive fairness were fully developed in equity theory. The concept of
distributive fairness originated from equity theory (Adams, 1965), which asserts an individual

perception of fairness. This theayplainsthe outcomes of inequitable allocation of wealth,
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power, goods, and services in soci@yployees compare the finaatincentives they recedv

to their level of effort in relation to the effort to reward ratio of a personal comparison with
those of others, as a means to identify the level of perceived fairness. In this regard, when
employees experience inequity, theyynieel that the rewards received are inconsistent with
their work input. In this sense, individuals may feel that they are not receiving suitable
remunerations or personal recognitiontfoe effort they provide at work. Moreover, negative
perceptions arkkely to have an influences on amployee’s contributions and, although they

can alter their perceptions of different inputs or outcome ratios, this is considered to be an
unlikely scenario. Adams (1965) proposes that in addition to dissatisfactionduads who
perceive mequity will experience tension congruent to the amount of inequity that exists. This
encourageindividuals to attain equity or to decrease inequity, and the power of encouragement
to do so will differ according to the amount of inequity perceived.

Thurston (2001) identifies two types of structural forces that affect employee perceptions of
DF in performance appraf decision norms and raters’ personal goals. First, employees’
perceptions of the allocations of appraisal ratiage fair if allocations are based on present
social norms, like equity. Hence, the outcomes otBid be proportional to tHevel of effort

and work quality of the employds believed to have maddowever, when raters are seen

make decisions conforming to other allocation norms such as equality, need, or social status,
they might create evaluations that are incongruent with the mainstream norms of equity and
might be viewed to be unfair by employees (Leventhal, 1980). Second, employees’ perceptions
of DF in performance appraisafealso influenced by personals goals of the raters. Employees
will consider performance ratings as unfair if they teek the raters ar@tempting to inflate

the performance ratings, to playfavourites or to yield tpolitical pressures to distort ratings
(McCarthy 1995).

Several studies have shown that the perceived fairness of outcome distribution and outcomes
received by employees are related with their perception of PA accuracy. For example, Brown
and Benson (2003) indicate that the allocations employees receive from the feedback of PA
will have an effect on their perceptions of appraisal validity. Research baP$upported the

notion that individuals care about distributing outcomes equally among all membhbes in
workplace (Adams 1965). Chang and Hahn (2006) support the ideaRhatinfluenced by

the receipt of ratings based on performance and recommendations for important outcomes,
such as pay raises and promotions.iiTsteidy suggesthat rewarding emplyees alone isot
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adequate to reinforce their perceptions of BBwever, Smither (1998) found that ambiguity

and misperceptions can be reduced if organisations effectively communicate a clearly
determined motivation system based on a certain level fwrpgance from upper management

to employees. In this sense, a clear structure contributes to decrease ambiguity and
mispercefionsand thus increases fairness perceptions of PA (Smither, 1998). Chang and Hahn
(2006) also find support for the idea that coitnment to PA practice and consistency in its
application leadenhanceemployee perceptions of D addition, Dailey and Kirk (1992)
assert the importance of employees’ participation when alerting rewards or appraisal systems,
since it contributes to reinforce employees’ perception ofabé plays a prominent role in
affectingjob dissatisfaction and intentions to quit. In this regard, managers should always make
sure that they are building factual beliefs regarding what allocations an individual can expect
according to their contributions (Smither, 1998). Bec&fsécuses on the perceived fairness

of outcome allocation, when inequity is viewed in relation to any certain outcome, it is likely
to affect the emotions of individuals, such as happiness, anger, guilt or prices étval,

1999). Consequently, employees who view their rewards as yrdattibuted among others

in the organisation may react negatively by looking for jobs elsewhere (Harr & Spell, 2009).

2.3.3 Interactional fairness

Bies and Moag (1986) presented interactional fairness as a third type of the fairness
perceptions. Thefocussed attention on the importance of the perceptions of fair interpersonal
treatment during implementing procedures and decisions. Interactional fairness refers to the
employeesperceptions of the quality of interpersonal treatment they receive wiaetirgn
procedureg¢Bies 2001; Bies &8Moag 1986; Colquitt, 2001pimilarly, Greenberg (2004: 357)
definedinteractional fairnesas “the fairness of the interpersonal treatment given in the course
of explaining procedures and outcomes” (Greenberg, Z¥#):On the other handBies and

Moag (1986 indicated thatinteractional fairness addresses the individuals’ side of
organisational practices and is associated with the communication parties between the source
and recipient of fairness, such as respaalifeness and honesty (Bies & Moag, 1986)he

context of PA IF concerns the way in which employees feel they are treated by their managers
during PA processs It is about the relationship between the raters and ratees regarding the
treatment of otlrs with respect and dignity during R#ocess (Schermerhorn 2009). If the
appraisee perceivéisat they are treated unfairly by the appraisers, he/she will be less likely to
react favouraly to the performance feedback. Variodsfinitions of IF in performance
appraisalhave focused on the quality of interpersomehtmentin PA process (Bies 2001;
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Erdogan, 2002)For example, Erdogaf2002) define it as “as the fairness of interpersonal

interaction during the performance appraisal session”.

Research has viewed the association between PHFadcontentious (Bies, 2001). Skarlicki

and Folger (1997) viewF as an interpersonal type of RRd likewise as a distinct concept
along with the types dPF and DF. However, justice research heentended thal~ can be
considered as independent from étthe basis that it reflects the procedures enacted rather
than the procedures themselves (BieShapiro 1987; Skarlicki &olger 1997). Studies have
supported this view. For exampléropanzancet al. (2002) revealed that R¥as related to
satisfaction with PAand trust in upper management, whife was related to the quality
perceptions of treatment received from managers. Likewise, Erdogan (2002) demonstrated that
the extent to which the appsar emplog the performance evaluation system as it is designed

by the organisation is aamspect of appraiser PPn the other hand, the extent to whibk t
appraiser takes into accoytliteness, and respect is a dimensiolfroHe reports that various

types of fairness perceptions are associated with various job attitudes and behaviours.
Furthermore, Bies (2001) provislempirical evidence that maintaining a distinction between

IF andPFcontribute to make sense in terms of theoretical and analytical aspects. Consequently,

IF fairness is deemed to be an independent component faifdass in this study.

IF is subcategorised into mforms; informational fairnessoncentrates on matters such as the
sufficiency of providing explanains, and interpersonal fairnessncentrates on issues such

as politeness, kindnessd respect (Colquitt 2001; Greenberg 1993). Informational fairness
refers to “providing knowledge about procedures that demonstrgeedee for people’s
concerns’(84), and interpesonal fairness refers to “showing concern for individuals regarding
the distributive outcomes they receiv85{. Informational fairness concentrates on providing
explanations to make individuals aware about applying procedures in a certain way or
allocaing benefits in a specific manner, while interpersonal fairness demonstrates the degree
of treating individuals with esteem, graciousness and poise by those engaged in the
implementation of procedures or distributing outcomes (Colquitt, 2001). Assessiraeiof
managers in practicing interpersonal and informational forms will provide more understanding

of employees’ perceptions about interactional fairness (Greenberg, 1993).

Greenbey (1986) was one of the first researchers to apply organisational justice theory to PA.
Greenberg (1993) created a model which includes four factors that represent a more coherent
and integrated model that can be employed to obtain a better understaralocaypficated
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appraisal system and practiceghe justice model of Greenberg (1993) could clearly explain
various aspects of organisational justice. It providetance to study comprehensively an
individual's perceptions of fairness with regard to perforneamwaluation and appraisal
systems. In Greenberg’'s modeF relates to how the allocation of decisions is made, whereas
DF relates to outcome allocations. The structural dimensions could delineate the context of
making decision for outcomes and processgsle the social dimensions delineate treatment
quality in the interactions during the communication of outcomes and pescéSreenberg,
1993). Figure 2.3 illustrates Greenberg’s model (1993) of justice as applied to PA

Thurston (2001) has designe@asures to reflect each factor of fairness in Greenberg’s (1993)
model. These measures are appropriateusar by researchers and practitioners to test the
fairness of PAn organisations and detect which factors cause problems. In the present study,
IF is defined as the interpersonal treatment received at the hands of appraisers during

performance appraisal process with focusing on social sensitivity and informational

justification.
Procedural Distributive
Fairness Fairness
Systemic Configural

Structural Dimensions Relates to procedures to assit Relates to the rules that lead ti
appraiser, layout standards, ratings
collect information and request

appeals
Informational Interpersonal
Social Dimensions Relates to the manner Relates to the quality of
appraisereommunicate with  treatment that appraisees
their appraisees receive

from their appraisers.

Figure 2. 3 Greenberg’s model of justice perceptions applied to performance appraisal
(Thurston, 2001)
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2.3.4 Performance appraisal fainess froman Islamic perspective

Islam is a religion that introduces a comprehensive system which believes and advocates
freedom, equality, and fairness. Islam prohibisgative actions at workplace such as
intolerance, injustice and discrimination.dnlslam perspective, no one is better than anyone
else due to his/her status or wealth, anpployersare suposed to treat everyone equallith

fairness (Mohammad et.aR016). Fairness in Islam and in business means equity balance,
avoiding and averting extremes, giving people their due rights, and doirig pnibhonestvay
(Beekun& Badawi 2005; Beekun 2012). Aslamic view of performance management can be
seen inb two aspectdhe organisation and the employee. The pradiidslamic performance
managemenshould bebased on fairnessaccountability and responsibilitgAli, 2005;
Krishnakumar & Neck 2002Azmi, 2015) In order to achieve these important issues,
appraisers should be informed and trained that their job is a trust from God. Hence, appraisers
should not discriminate betweemployees on the basis of gender, colour, religion or race in
their evaluation Furthermore, they should not diffuiee weaknesses of employees even
though the aim from this act is to teach other employdashim 2008). Thus, appraisers in
Muslim organisations should be aware that measuring job performance in ternslaingio
perspetive must take into accoumslamic practices. Given the responsibility to evaluate
individuals, appraisers must be accurate and fair in the process éfeRAif) 2008). Azmi

(2015) state that the stress on the criteria and selection of the appraisksiamic approach

is should be ensured. On the other hand, employees have to play their roles in being sincere
and honetsin disclosing and informinthe organisation the responsibilities and duties that they
have carried out during the evaluated year. Hagg008) found that managing employees in
Islamic approach based on Quran (the holy book of Muslims) has a positive impact on the
organisational justice perceptmamong the employees whaemonstrated positive work
attitudes.Specifically managers should pay more attention tod8 otherhuman resource
managemenpractices because these they are always subjected to unfaisnessceived by

the employees.

Previous studies demonstratieat Islamic Work Ethic may havan important role in
strengthemg the relationship between fairneegsmsand job outcomes. Islamic Work Ethic

is an essential aspect of an employee’s belief system and thus employees who have higher
Islamic Work Ethic danot bother too much about the absence of organisational faimeisss. |

regard, when employees perceiliattheir organisations do not implement fair procedures and
equitable distribution of rewards, these lower perceptions of fairness tend to decrease positive
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outcomes such as job satisfaction and increase negative outcomes such as quitting intentions.
However, employees who have greater Islamic Work ethic should be less likely to respond
negatively to unfairness perceptions. According to Islamic Work ethiaejabed goals are
deemed aanethical commitment that shild be fulfilled even in the lack of PF and DF (Khan

el al., 2015). Similarly, Bouma et al. (2003) state that Muslim employees have a moral
obligation towad the job, due to Islam stressiitg relationship to the hereafter. Recent
research shows compelyj evidence concerning the direct and indirect impact that religious
values and beliefs have on a variety of wieekaviours (Elamin & Tlaiss, 2015). Accordingly,

as long Islamic Work Ethic is a part of Muslim values and beliefs, individuals with higher
Islamic Work Ethic would deliver positive outcomes such as higher job satisfaction and job
involvement, and reduce negative outcomes such as lower turnover intention even in the

situations where faiess perceptions are low (Khanaét 2015; Mohammad et.aP016).

The religion of Islam includes jiciples and practices that pemphasis on equity among
people in social life. This principles and practices are rooted in Quran (the holy book of
Muslims) and Hadeeth (sayings and practices of the Prophet Muhammad). In the Islamic
setting, Elamin and Tlaiss (2015) demonstrate that Islam puts the emphasis on the three aspects
of fairness, and it urges managers to show procedural, distributive and interactional fairness in
their dealings with employees. With eed to procedural fairness, Islam induces forming
contracts that clearly identify obligations regarding the work quality and quantity to be
displayed by individuals. Also, these contracts should identify the procedures by which the
organisation will specyf berefits, compensation, promotiorssd leave (Ahmed, 2011). In
addition, Islamic teachings refutegative practices such as favouritism and cronyism that can
cause unfairness perceptions in recruiting and promoting individuals. Basically, individuals
should be selected or upgraded on the basis of objective principles such as moral qualities,
academic qualification and technical competerihaharuddin, 2005). In this sense,
performance management practices from an Islamic approatdtale based on faacts and

therefore the procedures and pisaEs must be implemented fai(zmi, 2015).

In terms of distributive fairnessslamic religiousteachings emphasis fair distribution of the

resources embodied in a programme for redistribution of wealth and income so that every
person is ensured a standard of living that is respectable and consistent with human dignity. A
Muslim society that do not guarantee a basic necessities of life for human is actually not in line

with the Islamic religious teaings (Possumah et al., 2013).
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The emphasis on distributive fairness in termarofslamic approach is clearly demonstrated

in different verses of Qumaand Hadeeth. Numerous verses in the Quran describe faamss
honesty in trade and request for practicing a fair and equitable distribution of wealth and
income in the society (Yousef, 2001). For example, regarding the fair payment, the Quran states
that “those who believe and perform honorable deeds (good work) [...] their earnings will
never be withheld from them” (95: 06). Furthermore, Prophet Mohamad said “your wage
should be based on your effort and spending”. Additionally, allocate wages in Islam must be
adequate to deliver the standard of living for workers. Accordingly, payment for wages in Islam
involves avoiding exploitation of employees and should be fair, adequate ahd(tnthand
Al-Owaihan, 2008). Previous studies indicate that Islamic values reject the practice of
exploitation of employees and require managers to be kind with the employees. Findings
highlighted the importance of PA fairness and show that managers expressed their endeavours
to adhere tdslamic ethical values through systenhatensure fair rewards that mirrtie

efforts of employees (Beekun Badawi, 2005; Tlaiss, 2015).

With respect to interactional fairness, Islam stimulates employers to allow people
considerations to take priority in organisation on issues pertained to the treatment of individuals
(Ali, 2010), and stresses consultation as a policysabort of managementoalg with the
emphasis on promotirgpoperation between employees and organisations. It also recommends
consultation with individuals before taig any decisins. The verses of Quran suppasing
consultation in the process of making decision and this action is clearly illustrated in many
versessuch as“consult with them about the matters (03: 159),” and “let each of you accept
the advice of the other in a just way” (65: 06). It is perceived that in order to enhance and attain
equality and selflessness in sogj@&uslim people are motivated to adopt fairness in all aspects

of their interactions with others (Beekun, 2012). Furthermore, Islamiges highlight
goodness in interactions and tasks at the organisational and personal levels and motivate

individuals to be characterised by tolerance, forgiveness and fa{xlgsz010).

Managers in terms of Islamic perspectives should treat employees with respect and courtesy,
and should always seek their feedback as essential component of consultation (Elamin &
Tlaiss, 2015)In terms oflabour relationshipdslamic teachingencourage Muslims to avoid
personal interests or other considerations in their interactions with others within personal and
organisational levels (Tlaiss, 2015). Ali (2010) shows that perceiving high levels of
interactional fairness in Islamic settings, Muslims are fulfilling goodness in interaction which

is a key standardt the workplace. Therefore, mangers in Islamic working corgleatild be
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interested in sustaining interactional fairness consistent with the Islamic values that expect
managers to deliver high levels of courtesy and respect in their interactions with their

employees (Elamin & Tlaiss, 2015).

2.4 SOCIAL EXCHANGE THEORY

Social exchange theory is one of the most influential theoretical approaches for understanding
organisational behaviour. It is an interdisciplinary paradigm derived from disciplines
comprising anthropology (e.g., Sahlins, 1972), social psychology (e.g., Gouldner, 1960;
Homans, 1958) and sociology (e.g., Blau, 1964), with the prevalent view that social exchange
includes multiple interactions that create obligations (Cropanzano & Mitchell, 2005). Social
exchange theory is usually employed in research asialerdbr explaining the underlying
process through which perceptions of fairness and organisational citizenship behaviours are
associated (Organ, 1988). Social exchange theory describes how many kinds of social
relationships can be exchanged based on tbbamge of benefits between parties. In this
instance the value of the benefits receivedn be viewed between the organisation and the
employee. Fair treatment received from the organisation can be deemed as a kind of benefit
perception. Social exchange theory states that individuals become encouraged to reciprocate
fair treatment from the employer. This conceptual approach also contains the norm of
reciprocity; when an organisation treats individuals well, individuals reciprocate in some
proportional way(Bateman & Organ, 1983). In models of workplace behaviour, the use of
social exchange theory is framed based on the exchange rule or norms which the researcher
depends on. Many management studies foomsexpectations of reciprocityhich is
considered the best known exchange rule (Cropanzano & Mitchell, 200%)(18i64:91)
describes social exchange as the “voluntary action of individuals that are motivated by returns
they are expected to bring from others". In a series of interactions, individuals exchange many
types of resources, such as money, goods, love and so forth. The underlying principle of social
exchange theory is that an individual gives benefits, such as services and goods to another
individual, which in turn obligates the other, and thus the individual expects a return in the
future (Blau, 1964). That isndividuals who obtain these services and goods are more likely

to meet these obligations by presenting benefits to repay the outcomes they obtained from other
individuals in the organisath (Cropanzan@& Mitchell 2005) In this regard, Elu (1964: 98)

states that "the establishment of exchange relations involves making investment that constitute

commitment to the other party".
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The exchange perspective in the work relationship includes two types of social or economic
exchangdAryee et al., 2002; Cropanzaebal, 2003). Under this perspective, the constructs

of economic and social exchange are deemed as separate entitiessirehtith of obligation

of the other party to repay varies based on the evaluation of the value of these exchange forms.
Blau (1964) also shows the distinction between social and economic exchange forms, and notes
that forms of social exchange provideease of personal obligation, trust, and gratitude, while
forms of economic exchange dot. Hence, social exchange forms fooussocioemotional

sides of the work relationship (sense of obligation and gratitude), whereas economic exchange
focuseson financial returns and more tangible parts of the career relationship (Blau, 1964;
Shore et al., 2006). Furthmore Blau (1964) took the view that fosf economic exchange
relationship are characterised as short term and involve specified obligations rateahtiage
between people, while social exchange relationshiptaecterised as long term, and involve
unspecified obligations in the future. If employees view their exchange relationship as social,
they will feel a sense of obligation to reciprocatedfigmthat they receive from an organisation

(i.e., favourable treatment from the organization). In order to reciprocate this favourable
treatment, employees would choose to be involved in those extra altruistic behaviours which
benefit the organisationush as organisational citizenship behaviours. On the other Hand, i
only economic exchanges were in place, employees would only choose to be involved in
organisational citizenship behaviours if they perceive that these behaviours were formally
included in the scope @ job description (Cropanzano & Mitchell, 2005). In organisations,
employees experience two forms of social exchangeaesdtip: one with their employand

one with their supervisors (Masterson et al., 2000). In this regard, maintaining social exchange

relationships is deemed a necessary issue (Aryee et al., 2002; K&rvkdrams, 2009.

Social exchange relationships are closely related with perceptions of organisational fairness
(e.g., Aryee et al., 2002; Cropanzano et al., 2002; Konovskyug&h, 1994). From the
perspective of the employesaployer relationship, social exchange theory suggests that
receiving fair treatment from the employer signed employees that it will be valuable and
suitable for them to sustain and develop a social exchange relationship with the enhployer.
the context of social exchange relationships, employees must believe that they have the ability
to engage and exchangenefits with the other party at work without establishing a formal
agreement, and therefore employees must value the quality and kind of their exchange
relationship with their employer (Blau, 1964). In light of this, when an individual views

rewards and outcomes from an organisation as nearly parallel to what he/she contributes to the
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relationship, an individual is more likely to stay in that organisation (Cho & Sai, 2013;
Cropanzan@& Mitchell, 2005). However, when an individual perceives workplace tiondi

to be negative and worrying, an individual is more likely to reciprocate with negative job
attitudes such as job dissatisfaction, low morale and decreased organisational commitment
(Crede et al., 2007).

In this study, three important social exchanvgeiables PF, DF and IF) were examined.
Fairness dimensions &fA can be viewed as important factors in promoting wefkted
outcomes. Perceived fair treatment from organisation such as conducting fair appraisal deliver
indicators to individuals corening the extent to which the organisation values them. Tihis fa
treatment signals that the organisation attempts to create a social exchange relationship with its
staff and thus encourage employees to maintain and develop a social exchange relationship
with their organisation. Coy&hapiro and Conway (2004) indicated that social exchange
theory has been employed accurately and is the dominant theory in explaining the employee
organisation relationship. Aryee et al. (2002) suggested that social extheoiyecan be used

as a means for explaining the perception of organisational fairness in relation to employee
attitudes and behaviour such as job satisfaction, trust in management, organisational

commitment, and organisational citizenship behaviour.

Basal on social exchange theory, this research proposes thiairR@sscan exert a positive

influence on employee attitudes and behaviour.

2.5 NORM OF RECIPROCITY

Reciprocity or repayment in kind is probably the most famous exchange rule among norms of
exchange (Cropanzan® Mitchell 2005). Norms of reciprocity (Gouldner, 1960) are an
important component of social exchange theory, which proposes that people valstrese

of obligation to return any fair treatment that they may have obtained from their organisation
or supervisor. In other words, people are motivated to develop exchange relatibeshijpse

they expect to acquire some benefits from the process of exchange in the future. The reciprocity
norm postulates thalere is a general or societale, such aswhen one party helps another
party, and then the second party is required to help the first party or at least not harm them
(Lilly & Virick, 2013).In orderto achieve this, both parties must be committed by particular
rules of exchange. In light of this, rules of exchange will be the basis for directing exchange
processes (CropanzanoMitchell 2005). Furthermore, the concept of reciprocity embodies a

process of reciprocation regarded as a continuous circle, because the exchange parties will take

51



into consideration the previous returns when conducting exchange relationships in the future.
Accordingly, employees who take the view that the organisation treats them in a fair manner
will feel obligated to repay in a similar manner or reciprocate these favours with desirable job
outcomes (Aryee et al., 2002). Organ (1990) suggests that reciprocation would contain

organisational citizenship behaviours.

Thenorm of reciprocity is gradually developed during the social exchange proogsdsyEes

are motivated to exhibit organisational citizenship behaviour in an organisation in which social
exchanges are characterised by the quality of relationships (Aryae, 2002; Konovsky &

Pugh, 1994). That is to say, a higher degree of quality of social exchange relationships are more
likely to encourage individuals to be involved in behaviours that have positive results for the
organistion over a period of time, baase individuals tend to determine the welfare of an
organisation with their own and because they may feel a sense of obligation to uphold the
organisation (Rhoades, Eisenberger, & Armeli, 2001). Accordingly, the quality of social
exchange between the empte and another party will create obligations on the part of

employee to reciprocate through positive behaviours.

Thenormof reciprocity is the criterion that explains how one should act in the context of social
exchange relationships, and those who adopt this norm are required or obligated to behave in
a reciprocal way. This logic led Gouldner (1960) to proposethatedprocity norm is a
universal principle. However, some researchers in social psychology have introduced the idea
that people vary in the extent they want to endorse reciprocation, whether positive or negative,
which is contingent upon the recipient’'s valoatof the benefits receiveClark & Mills,

1979). Not all people reciprocase the same level. Furthermore, research has also delineated
the norms of reciprocity. Eisenberget al. (2004) argue that the negative orientation of
reciprocity comprises theendency to return negative treatment for that treatment which is
perceived to be negative. On the other hand, the positive orientation of reciprocity comprises
the tendency to return positive treatment for that treatment which is perceived to be.positive
Their findings demonstrate that employees with high negative reciprocity are increasingly
viewed as malevolent and angrier, which indicateathartic method aéxchange.

From a rationalperspective, the organisation and the employee have joint igbgecif
increasing their returns by helping each another. On the other hand, the rule of rationality
indicates that people, in their own right, are rational beings who havertiency to make
decisions that increase the returns of both parties wherwtheparties in the exchange
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relationship are acting toward achieving a common objectivly (&i Virick, 2013). In this
regard, the principkof rationality and reciprocity are mutually consistent because both parties
(employees and employer) are expectedchoose the joint aim, maximiseturns and
recipracate with positive behaviou(&atou, 2015{ ehmannWillenbrock et al., 2012; Wong,
2012; Zeinabadi &Salehi, 2011). Specifically, these studies investigated the relationship
betweerorganisationafairnessand several work outcomes, and found that perceived fairness
was positively related to high trust, high organisational commitment, and high job satisfaction,
which in turn related to organisational citizenship behaviour. Hence, if employees/@ercei
their performance appraisals to be fair, they are more likefyifibtheir obligations toward

the organisatioly delivering organisational citizenship behavioutsedries focusing on the
norm of reciprocity in organisational relationships served lbasis of the proposed model in
the present study.

2.6 EMPLOYEE ATTITUDES AND BEHAVIOURS

The study of employee attitudes and behaviour is impolt@cause it can have important
tangible returns for organisations (Judge et al, 1995). Individual attitudes are defined as "a
persistent mental state of readiness to feel and behave in a favourable or unfavourable way
towards a specific person, object, or idea". This definition indicates that attitudes arise from a
person’s experience toward a certain individual or objects in his or her wodldesultin a

reaction in theform of positive or negative feelings about that individual or object. In
organisabns, employees displageveral attitudes toward their work, workers, managers,

or the organisation as a whol&ccording to Rollinson et al. (1998), an individual shapes
his/her attitudes through experiencing people, events, and objects, partidutesdynhost

familiar for that person.

Akgunduz and Cin (2015) demonstrate that negative attitudes emerge due to unfair treatment.
For example, when employees perceive their managers do not treat thenthieyriyay want

to leave the organisation. Moreover, a high level of withdrantntion send signals to
organisations that they may lose its competent staff (Tanova & Ha@®8), which in turn
canhave a negative effect on the quality of services delivered to customer and cause high costs
(Nadiri & Tanova, 2010).

The antecedents and consequences of employee work attitudes and behaviours have been of

central interest to researchers foramwf the last century (Dipboyet al, 1994). Eisenberger
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et al (1990) found that feweabsences, high performance, high innovation, and desirable work
attitudes were outcomes for those employees who perceived that the organisational
management and human resource management was concerned aboufhiasenwork
outcomes are important for orgaatiors because they lead employees to cooperate voluntarily

with their coworkers(Tyler and Blader2000)

Studies generally show that employees experiencing higher fairness are likely to have positive
attitudes and behaviours toward their jobs, wthigseexperiencing lower fairness are more
likely to show negative attitudes and behaviaurBhree different metanalysis have
summarised issues ftinis study (see Cohe@harash& Spector, 2001; Colquitt et al., 2001,
Viswesvarar& Ones, 2002)Jobsatisfaction, trust, organisational commitment, organisational
citizenship behavioursand job performance hawe strong relationship with organisational

justice.

Judge et al. (1995) state that employee attitudes continue to be of interestufoberof
reasons, beginning from understanding their psychological causes (i. e., job attitudes are a
result of interesting psychological processes) to the practical (i. e., work attitudes have
pervasive influences on life attitudes, and joltwdes are related to behaviduidob
satisfaction and organisational commitment have received a substantial amount of attention
As such Purcell and Kinnie (2007) assert that it is logical to build the connection from
employee to organisational level performance throagkerial influence of workelated
responses, because it is the employee’s work outcomes that have a direct effect on
organisational results, and the strength of this is driven by the level of positive employee

attitudes and behaviours.

While employees hava multitude of attitudes at their workplace that affect various aspects of
their behaviour, this study has focused on four major attitudes and behaviour, namely job
saisfaction, trust in managemenmtganisational commitment and organisational citizgnsh

behaviour. These job outcomes have important implications in the work setting.
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2.6.1 Job satisfaction

Job satisfaction is one of the most widely studied attitudes the last 50 years (Rayton,
2006). It s deemed to be the mastportant job attitude from the perspectives of researchers
and practioners (Saar& Judge, 2004)Crannyet al.(1992) stated that job satisfaction is the
mog extensively discussed concepthe disciplines related to human resource management,
organisational behaviour, industralganisational psychology, and social psychology. In this
regard,Locke (1979 reports that between 1957 and 1976 3,350 articles appeargib
satisfaction.

Researchers define job satisfaction in different w@ysidor & Tooksoon, 2011). Job
satisfactiorcan bedefined asthe collection of feelings and beliefs that people have about their
current jobs" (Georg& Jones, 2005: 80Yhe most widelyised definitiorof job satisfaction

was introduced by Locke (1976, p. 1304), who defihas "a pleasurable or positive emotional
state resulting from the appraisal of one's job or job experiences”. This definition is similar to
that provided by researchers (e.g., Judge et al., 2012; Robbins, 1998) who focus on desirable
feelings of employees regarding their jobs. However, Hopkins (1983, pfo233es on
individual needs in his definition. Hkefines job satisfaction as “the fulfilment or gratification

of certain needsf the individual that are associated with one’s woiliis is similar to that
introduced by Weiss et al. (196@ho concentrate on congruence between individuals’ needs
and the reinforcement system in the workplace. This resealapts the definition of job

satisfaction provided blyocke (1976) which is widely used in previous studies

In contrast there is no consensus on one definition of job satisfaction as all related theories
focus on only part of the construct (Furnham, 208¥auseasearcherbave used a number

of theories to explain the construct of job satisfaction. These theories generally take two forms,
namely process and content theorigecBss theories try to explain the interaction among set

of constructs in their association to job satisfaction "job satisfaction is determined by the extent
of discrepancy between what the job offers and what the individual expects, what the individual
needs, and what the individual values" (Gruneberg,1979). Equity theory, expectancy theory
and goal setting theory are regarded as examples of these theories. On the other hand, Content
theories try to determine predictors of satisfaction and dissatisfaction in the workplace.
Maslow’s hierarchy of needs (1954), Herzberg's “two factor theory” (1959) anddgoGs
“Theory X and Y” (1960) are some examples. Most of these theorietagsified as content
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theories because they are basically an "attempt to specify the particular needs that must be
attained for individual to be satisfied with his job" (Locke, 1976).

Job satisfaction can be identified through intrinsic and extrinsic motivation factors. Intrinsic
motivation can contribute to satisfaction where employee feelings are being satisfied, such as
accomplishment feeling and enjoying work; whereas extrimetivators refer to the factors

of working context, which contains pay, conditions, physical working, hours of work, security,
supervision, company policies and administration (Naumann, 1993; Blau $889gk&
Peterson, 2007). According to early thetgige.g.,Maslow & Herzberg) job satisfaction is
influenced by individuals’ willingness to meet personal needs which involve intrinsic and
extrinsic needs. In light of this, employees feel greater satisfactibnheir jobs, specified by

the extent to which job characteristics meet their needs at the workplace (Ting, 1997).
Therefore, this study has merged both external and internal aspects in shaping the conceptual
foundation to determine the construct of job satisfacttmthermore, ecording to Sousa

Poza and Soudaoza (2000), job satisfaction is identified by a balance between work role
inputs (effort) and work role outputs (pleasure). Based on the idea that a human has basic and
universal needs, individuals who feel their basic needs are met in their present situation will
become happy. Accordingly, job satisfaction depends on forging a balance between employee
job inputs, such as effort, working time inputs and employee job output, such as pay, status,
working conditions, and fringe benefits. If job outputs are equal or relevant to job inputs, then
anindividual’sjob satisfaction will increas&pusaPoza & Sous#0za, 2000).

Job satisfaction influenceseveral factors such as productivity, abedsin, job retention,
tardiness andbw morale This suggestthat employees who have high job satisfaction are
more productive compared with others who have low job satisfaction and less likely to quit the
workplace or be absent. Recently, the view has become somewhat complicated. While job
satisfaction likely contributeto more productivity, it has been shown that this process can also
work interchangeably: exhibiting high productivity can be a source of job satisfaction (Morley
& Heraty, 1995). According to Rad and Yarmohamma@&06), employees who are highly
productive and remain on job for longer periods show high levels of job satisfaction. Gunlu et
al. (2010) Koys (2001)andPang et al. (2015Jemonstrated that the lack of job satisfaction
causes an increase in absenteeism, higher turnover, lower movate,derformance, and
lower productivity. Logically it appears that employees with higher job satisfaction are more
productive and more engag@thng, 2009). However, the association between employees’ job
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satisfaction and productivity has been acknowlddgebe more complicated. Mullins (2002:

646-647)gave severdhactors that influence employee job satisfaction:

x “Individual factors include personality, education, intelligence and abilities, age,
material status, orientation to work.

X Social factors include relationships with workers, group working and norms,
opportunities for interaction, informal organisation.

x Cultural factors include underlying attitudes, beliefs and values.

x Organisational factors include nature and size, formal structure, personal policies and
procedures, employee relations, nature of the work, technology and work organisation,
supervision and styles of leadership, management systems, working conditions.

x Environmental factors include economic, social, technical and governmental
influences".

Furthermore, while these factors are correlated with each other, each is an independent
construct. Thus satisfaction with one aspect does not mean satisfaction with all other aspects
(Kavanaugh etal., 2006). Within this context the consequences of job satisfaction will
contribute to important jobelated variableg-urthermore, job satisfaction hapasitive effect

on increasing organisational citizenship behaviour (Daly et al., 2014; @rd@yan, 1995;

Paillé et al., 2015; Sesen Basim, D12), and decreasing turnover intention (Brimhall et al.,
2014; GarcigChas et al., 2014; Paillé et al., 2015; Tschopp et al., 26iet)ce, employees

with greater job satisfaction are more likely to deliver positive job outcomes

2.6.2 Organisational commitment

Organisational commitment has alsen studied extensively (Buitenda&lDe Witte, 2005).
According to Allen and Meyer (1996), organisation commitmisna main variable in
explaining and understanding the relationship between the organisation and the eanudoyee
has been aentral topic because the prominent rolenipact on important variables such as
absenteeism, turnover intention, organisational citizenship behaviour and job performance
(Elanain,2014;ZayasOrtiz et al., 2015). @anisatios obtain benefits from employees who
have greater organisational commitment in terms of low levels of job movement, high levels

of productivity and work quality (Mathieu & Zajac, 1990).
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Organisitional commitment represents a total systemaéctien of individuals towards the
organisation for the specified tasks which they perform (Colquitt et al., 2001). It has been
defined as the psychological attachment of individuals in the workplace, which goes beyond
passie loyalty Mowdayet al, 1979) Similarly, Judge and Kammeyéaviueller (2012:349)

define organisational commitment as *“an individual’'s psychological bond with the
organgation, as represented by an affective attachment to the satjanj internaliation of

its values and goals, and a behavioural desire to put forth effort to support it”. Meyer et al.
(1993) refer to organisational commitment as three sepdnatensionsnamely affective,
normative and continuous commitment. According to Meyer and Herscovitch (2001), the
commitment of employees can take several li&ei the organisation, the job, the career, the
managers and eworkers. Howeve according to Jones (1996search on organisational
commitment has been developed and conceptualised leadindifficulties making
comparisosacross studies. This research uses the definition provided by Meyer et al. (1993)

which is extensively adopted in organisational research

Organisational commitment can be characterised by three relevant components: (a) a robust
confidence in and acceptanckthe organisation's values and objectives; (b) enthusiasm to
exercise significant energy on behalf of the organisation; and (c) a strong aspiration to preserve
affiliation in the business. Commitment compromises a robust belonging with gresaiipn,

such as employees who are eager to present something in order to contribute to the
organisation's interest (Mowdagt al, 1979). Meyer and Allen further explain that delving

into organisational commitment with its components is necessagure fout the nature of the
psychological state. Meyer and All¢h993 proposethree components, namely affective,
normative, and continuance commitment. These three components are very widely accepted

concepts and measures in the area of organisation iborant research (Hackett et al., 1994).

The importance of commitment emerges from its relationship with important attitudes and
behaviours. Hence, it is necessary to investigate how organisational commitment impacts on
employee attitudes and behavioursve&al studies have found that high organisational
commitment leads to better job performance (e.g., Benkhoff, I887en, 1991; Chen et al.,
2006; Seyleet al, & Carvalho, 1998).

Organisational commitment is used to predict desirable outcomes. For example, employees
with high organisational commitment shtawer absenteeism, reduced turnover intention, less

burnout and higher job satisfactid@dqrciaCabrera &GarciaSoto, 2011Hwang & Hopkins,
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2012; Panaccio et al., 2012gpiatis et al., 2014)-urthemore committed employees are more
likely to pursue a path of action on fostering the organisation’s interests such as engaging in
organisational citizenship behaviour (Dager@@mper& Paillé, 2012; Farzaneh et al., 2014;
Sesen &Basim, 2012).

2.6.2.1 Dimensions of Organisational Commitment

2.6.2.1.1 Affective commitment

Affective commitment is gositive form of organisational commitment and the one that
employers are more willgito want to see in their stafince it is most relevant to positive work
outcomes such as remaidg in the organisation and engagingoth infole and discretionary
effort (Meyer and Allen, 1997). Mosktsearch defines affective commitment in terms of
individual's identification with the organisation’s goals and values (Meyekll&n, 1991;

Porter et al., 1974; Zhou &eorge, 2001)For exampleZhou and George (2001) refer to
affective commitment as the strength of individual’s desire to stay a part of the organisation
because they agree with theganisation’s goals and values. In a similar vein, Ported.et
(1974 604) defindt as "the relative strength of an individual’'s identification with and
involvement in a particular organisatidduch commitment can generally be characterised by
at least three factors: (a) a strong belief in, and acceptance of the organisation’s goals and
values; (b) a willingness to exert considerable effort on behalf of the organisation; (c) a definite

desire to maintain organisational membership".

Organisational commitment compromises some type of psychological link between the
employee and the organisation. O'Reilly angatthan (1986) suggested thdéntification
occuswhen an employee fesgbroud b be a part of an organisation. In this regard, individuals
who are affectively committed alikely to demonstrate a strong feeling of affiliatiand
identification (Rhoadest al, 2001).According to Judge et al (1995), affective commitment is
similar to attitudinal commitment and concerns the employee’s emotional attachment to the

organisation. Attitudinal commitment ike most commonly inveghated.
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2.6.2.1.2 Normative commitment

Normative commitmerefers to aense of obligation to continue working for the organisation.
An employee who is normatively committed is mostly interested about what others would think
of them for leaving. This construcontributes to determininthe degree that an individual
wants to, needs to, or should stay with an organisdtigmovides a comprehensive view of

the relationship between the organisation and the employee &8@orge, 2001). Moreover,
employees witlstrong feelings of normative commitméeél theyought to stay wrking with

their organisationbecause iis the right thing to do (Meyer &llen, 1997). That is, employees

commit to continue employment because of feelings of obligation.

Normative cormitmentinvolvesthe absorption of subjective normsofsativdy committed
employeeswork in ways that are congruent with their own and others’ ideas concerning
appropriate behaviouend work in ways that are consistent with the organisation’s gadls
values (Hackett et al, 1994Consequently, employees deliver desirable behaviours because
they feel it is the right and moral thing to do (Allen\8eyer, 1990).

Greenberg and Baron (200B833) definednormative commitmerds “a feelingof obligation
to stay with the organ&ion because of pressures from others”. Simildgyer and Alen
(1991:67) define normative commitment as “a feeling of obligation to continue employment;
employees with a high level of normative commitment feel that they ought to remain with the
organiation”. WhereasJaros et al(1993) introduced a detailedefinition of normative

commitment which distinguished it from affective and continuous commitasefallows:

"the degree to which an individual is psychologically attadieean employing organisation
through internalisation of its goals, values and mission. This form of commitment differs from
affective commitment because it reflects a sense of duty, an obligation or calling to work in the
organisation, but not necessarilgmotional attachment. It differs from continuance
commitment because it does not necessarily fluctuate with personal calculation of inducements

or sunk costs

The above definition is consistent with the definition provided by Meyer and Allen 1993
According to Bartlett (2001), the relationship between employeeshandorganisation may
differ among the three type$ commitment. However, studies have suggested that empirically

distinguishing normative commitment from affective commitment is difficult. This view is
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supported by results which demonstrate that many antecedents of normative commitment are

equally correlated with affective contment (Solinger et al., 2008).

2.6.2.1.3 Continuance commitment

The third dimension of organisational commitment isntnuance commitmenthich
represents an employseerceived costof continuing working for an organisatigdudge et

al, 1995). Continuanceommitment is about “awareness of the costs associated with leaving
the organisation; employees remain becalhsg heed to do so” (Meyer & Allen, 19947).
Tetrick (1995: 590) describeontinuance comrment as “an exchange framewdhkough
which performance and loyalty are offered in return for material benefits and rewards”. It
dependsn the estimation of theoss related with leaving the organisation (Meyer & Allen,
1991).

Employees who are closely tied up with the organisation due to high costs of leswaig
because they need to do @deyer & Allen, 1997). Costs includesing pension accruals,
frienddhip ties with ceworkers, and a lack of alternativésreenbergk Baron, 2003). Meyer

and Allen (1991, 1997) also suggest that an availability of alternatives, or a lack thereof, can
affect an employee’s level of continuance commitment. For example, employees who perceive
ahigh number of job opportunities will present a lower level of continuance commitment than
employees who perceive that they have few job opportunities. Weisner (2003) found that
organisations dmot see continuance commitment as a positive commitment. In brief,
measuring continuous commitment ases#iseir continued working for the organisation on

the basis of perceived costs of quitting and availability of alternative job opportunities.

In summary, orgnisational commitment consistthree dimensions: a€tive, normative and
continuance commitment. In this research, affective and normative commitnszat

examined
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2.6.3 Trust in management

Trust has many advantages for organisatanmd employeg (Carnevalé Wechsler, 1992).

Trust is one of the main constructs in any interaction among individuals in the workplace. It is
importantto organisationsbecause it is a criticalleterminantin influencing individuals’
attitudinal and behavioural outcomeSh@an et al, 2008; Schoormamt al, 2007) which
influence the effectivenessfoa whole organisation (Lapida#t al, 2007) According to
Carnevale and Wechsler (199&)st plays a prominent role in providing a robust support for
security and confidence in the intentions and acts of organisational leaders, managers and
supervisors. This view is mirrored in theories of trust and its impact on employee attitudes,
behaviours and performance in the workplace (DirkBetrin, 2001). Staples (2001) found

trust to be strongly related with positive job attitudes such high job satisfaction, high self
perceptions of performance, and low job stress. In this seaseldad to increased desirable

job behaviours such as cooperation, communication and commitment to organisational goals
(Dirks & Ferrin, 200). Andrews (1994) contends that the absence of trust is a main cause of
failure thatunderming work performanceln this regad, decreasettust “entails a state of
perceived vulnerability or risk that is derived from individuals’ uncertainty regarding the
motives, intentions, and prospective actions of others on wheyndepend” (Kramer, 1999:

571).

Trust has been defined‘@spsychological state comprising the intention to accept vulnerability
based upon positive expectations of the intentions or behaviour of another” (Rousseau et al.,
1998:395). Cook and Wall (198@9) propose that trust is “the extent to which one is willing

to ascribe good intentions to and have confidence in thdswand actions of other people”
These two definitions indicate that building trust among peopleaged on favourable
anticipations or confidence in thetions of anther partylIn this context, employees who have

a greater degree of trust in their organisation and its management they feel more confidence
that their managers will not subject them to harm or imprapk (Appelbaum et al., 2000)
Robinson (1996: 576pn the other handontends that trust refers to “one’s expectations,
assumptions, or beliefs about the likelihood that another’s future actions will be beneficial,
favourable, or at least not detrimental to one’s interests”. This study uses the definition

suggested by Robinson (199@hich is widely used for measuring organisational trust.
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Studies on trustoncentrate on work behaviousich create trussuch as integrity, honesty

and predictability of behaviours l{E & ShockleyZalabak, 2001)Simons (1999) and Walker

et al. (2010) state that the truster thinks positively that the trusted persawetviiila manner

that is valuable to the trustddowever, Mayer et al. (1995) indicate that trosty leadto
probable risk actions that make a truster vulnerabieeiftrusted party does not behave in a
way that is anticipated. This view clearly illustrates the association between trust and the
critical issue of risk. Trust, per se, is not holding risk, but is rather a preparedness to hold risk.
In light of this, tust is based on the anticipation that the other will act out a certain performance
to thebenefit of the truster, regardless of the ability to monitor and control the other party
(Mayer& Gavin, 2005).

Though different views exist regarding definitiayfgrust, there is a clear consensus that it has
important consequences for an organisation. Robinson (1996) found that when employees had
trust in their employers, this had a direct influence on the positive contributions employees
made to heir organisatios. Watson (2005) found that employees’ trust in supervisors
increased perceptions of work environment safety, which was negatively related to risk taking
behaviour. Indeed, Tyler and Degoey (1996) point out that the purpose of gaining employees'
trust in management is to increase compliance aigianisationatuleswhich can facilitate

the execution of organisational changen@oyee trust increases attitudes such as job
satisfaction and organisational commitment (e.g., Aree et al., 2002; Korsgaard et al., 1995; Lau
& Sholihin, 2009; Pillai et al., 1999).nfiployees with high levelsf trust exert cooperative
contributions in form of organisational citizenship behaviour (e.g., Bai et al., 2012; Katou,
2015; Konovsky& Pugh, 1994; Zhu &Akhtar, 2014), and reducing intention to quit (e.g.,
Akgunduzé& Cin, 2015; Bobbio &Manganelli, 2015; Colquitt et al., 2007; Costigan et al.,
2011).
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2.6.4 Organisational citizenship behaviour

Organisational citizenship behavio©CB) compromisesvaluable behaviours that are
voluntary not part of emplees’ formal role requiremen{&eorge and Brief 1992; Organ,
1988). The important function of organisational citizenship behaviours for fostering
organisational effectiveness has been recognised by practicing manag#ies Bighlight the

vital role of OCB for virtually all types ofrganisations and observe that OCB contribtde
organisational effectiveness several ways (Cohen &igoda, 2000; Katz& Kahn, 1978;
Organ, 1997). Mtaanalyses demonstrate that OCB is relatethémy indices of group and
organisational effectiveness via minimising disputes, providing flexibility, and shaping
psychologichand organisational context€lfiaburu& Byrne 2009; Bergeron et al., 2013;
Podsakoff et al., 2009).

It is necessary to define employee behaviours in order to determine whictoisyeelin-role

or extrarole. Morrison (1994) emphasises that understanding how employees define their job
responsibilities is important to completely understand organisational citizenship behaviour and
determines that employees engag®CB because they perceive that the behaviours they are
delivering are basically tnole or needed by the organisation, and thus, are rewarded, while
extrarole behaviours are not. OCB is considered exdl@a behaviour, not recoged by the
formal reward systemwhich enhances efficiency and effectiveness. Examples of OCB include
volunteering, helping cworkers, making innovative suggestions for improving work, and
transferring a favourable picture of the angsation to outsiders (Bowlingf al, 2012; Organ,
1988). In this regard, Morrison (1994) suggests that an employee is more likely to act a
behaviour that he/she determines aoie-than one that is determined as extda. Therefore,

the association between individuals’ conceptualisations of job roles amdstitsequent
behaviour has been raised (Coflleapiro et al. 2004; Hoffmagt al. 2003). The distinctive

role of OCB has become entrenched in management studies.

OCBis one of the most important work outcomes performed by employees; such behaviours
increase effectiveness beyond formal role requirements, contractual sanctions or reward system
(Organ, 1990)The different definitions of OCB in organisational research indicate that OCB

is a desirable behaviour that go beyond job requirements that contrifoutsgoport
organisational pgormance (Borman, 2004; LePieeal, 2002). Organ’s (1988) defines OCB

as “individual behaviour that is discretionary, not directly or explicitly recognised by the formal
reward system, and that in the aggregate promotesetieetive functioning of the
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organization” (Organ, 198&). While some researchers argue that OCB may lead to monetary
allocations as a result of their contriloumis in organisation (MacKenzet al., 1991; Podsakoff

& MacKenzie, 1994)In summary, @B is distinct behaviour which is not mandated by the
organisation and contributes significantly to overall organisational effectiveness.

Researchergrimarily viewit as a multidimensional construct (Markoczy et al., 2009). Organ
(1988) and Podsakoff etl. (2000) classified OCB into five swmmponents: civic virtue,
conscientiousness, altruism, courtesy, and sportsmanship. These dimensidefsnack as

follows:

1. Altruism includes all discretionary behaviours that assist an individual with an organisational

task or prevent the occurrence of problems related to the job.

2. Conscientiousness embodies the different situations in which individuals perform particular
role behaviours thajo beyond job requiremesntThese behaviours include obeying rules and
regulations, not coming in late without permission, not taking unnecessary breaks and so on.

The conscientious employees acts based @ppropriate personal code of behaviour.

3. Sportsmanship demonststeealiness to tolerateertain organisational circumstances
without complaining. Individuals who do not complamdo not or raise petty grievances when
others inconvenience them are representing good sportsmanship. Examples of sportsmanship
include favourald behaviour even when things do not go their way, willingtesscrifice
personal interests for the good of the work group, and not offending others when they do not
follow their suggestions.

4. Courtesy refers to actions that prevent serious proldedisplayingactions in advance to

reduce problems.
5. Civic virtue refers to active involvement in the political life of the organisation

Furthermore, there are several different typologies of organisational citizenship behaviour. For
example, Finkistein (2006), LePine et al. (2002), Podsakoff et al. (2000), and Williams and
Anderson(1991) dividel OCB into two broad approaches. Fimstganisational citizenship
behaviour valuable to an organisati (OCBO) which includes behaviours aimed at the
organisation as a whole. Secoratganisational citizenship behaviour valuable to employees

(OCBI) which includes behaviours targeted at the specific epegls within the organisation.
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OCBI is closely related to altruisn©fgan& Konovsky 1989), whereas OCBO is related to

civic virtue and conscientiousness. However, sstudies suggest that OCB is unidimensilo

(Allen & Rush, 1998; Deckopt al, 1999). These unidimensional conceptualisations usually
choose items from existing OCB scales (e.g., Podsakoff et al., 1990; Smith et al., 1983) to
establish total scores in order to measure their components. Based on prior studies, the current
research examines OCB on the basis of the following four dimensions: altruism, civic virtue,

conscientiousness, and sportsmanship.

These forms of OCB can have many antecedergs, (@rief & Motowidlo, 1986).0CB is

more likely to be influenced by several factors in the working context. For example, Daly et al.
(2014), Elamin and Tlaiss (2015), Erttirk (200aH)d Williams and Anderson (1991) found that
organisational justice has a positive influence on organisational citizenship behaviour.
Considerable evidence shows that OCB is more likely to be influenced by severaélabek
variables. For instance, Konovsky and Pugh (1994), Paillé et al. (2015),({AHY), Zayas

Ortiz et al. (2015) revealed thaigh levet of job satisfaction, trust in management and
organisational commitment lead to increh$@CB. Furthermore, it has been argued that
organisations with higher levels of OCB have reduced absenteeism and reduced winrabver

in turn lead to improve performance (CoyneCfag, 2007; Podaskoff & Mackenzie, 1997;
Whitman et al., 2010). In addition, OCBi@as been found to exert a positive effect on job
performance evaluations (e.g.abKenzieet al, 1999; Podsakoff, et al. 2009; Vilela et al.,
2008). Podsakoff et al. (2009) suggested that determining the influein®C€3B on effective
functioning allows both researchers and managers to accurately measure the positive and
negative consequences that lead to citizenship behaviour. Because of the OCB connection to
employee attitudes and fairness perception$Af this study focuses on examining the
influenceof PA fairness on OCB throughemediating effect of work attitudes and uses social
exchange theory (Blal©64) and the norm of reciprocity Gouldner 1960) to develop
hypotheses investigating why individuals dispgB.
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2.7 CONCLUSION

Thischapter has providiereviewsof the associated concepts of performance appfaisass

job satisfaction, organisational commitment, trust in management and organisational
citizenship behaviourThe relevant empirical studies are shown in Table ReHormance
appraisal plays an effective role in detegtweaknesses and strengtfsemployees and it is
important to improve work performancentlerstanding different job attitudes and behaviours
and their connectionsto workplace is important as it pkyan axial role for individuals,
organisations and societieBhese attitudes and behaviour are drivergobf performance
Previous studies indicatinatimplementingfair appraisalss anessentiapillar for attainng
desirable attitudes and behaviou?socedural fairness, distributive fairness and interactional
fairnessare key dimensionsn forming employee job attitudes and behavio®srformance
appraisal fairness contributes significantly to enhance positive work outcomes swih as J
satisfaction,organisational commitment, trust in management and organisational citizenship
behaviour Performance appraisal fairneslso contributes significantly to avoid and avert
negative work outcomes suchassenteeism, turnover intention and lower productilityhe
context of empmlyment relationships, employ@erceptios of fairness in their performance
appraisalgdeterminethe nature of the relationship between organisation and employee. Fo
example, if employees receivair appraisal they become more willing to discharge their
obligations via positive work outcomes. Consequently, if organisations want to sustain and
devdop a good relationship witemployees they should conduct performance appraisals in
ways that emploges see as fair
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Table 2.2 Summary of empirical studies on PA fairness and employee attitudes and behaviour

2y

airness

al

S greater

No | Author(s)/Year | Country Context Key Findings

1 Magner et al. | USA Colleges and| Procedural and distributive justice of performaaperaisal significantly predictrganisational
(1994) Universities | commitment and trust in department head. Procedural justice is significantly and negativg

correlated with turnover intention, while distributive justicad. Procedural justice is more
important than distributive justice in predicting wae{atedoutcomes.

2 Korsgaard & USA Nationwide | Empirical analysis indicates that perceptions of instrumental andrmstrumental voice are
Roberson retail uniquely associatedith appraisakatisfaction. However, only ndnstrumental voice is
(1995) organisation | uniquely associated witinust in manager

3 |Tang & USA Medical Procedural and distributive justice of performance apprhaeata positive relationshipvith
Sarsfield centre job satisfaction and organisational commitment.

Baldwin (1996)

4 Boswel & USA Production Procedural justices positive predictor of attitudinal outcomes such as satisfaction with
Boudreau equipment | performance appraisal and appraisers. On the other hand, distributive and interactional f
(2000) facility haveno significant role in predicting these attitudinal outcomes.

5 Masterson etla| USA Public Procedural and interactional justice in their performance appraisal are positively related t
(2000) university organisational commitment and organisational citizenship behaviour. Fair perceptions of

performance appraisal procedures aatedto higher levels of satisfaction with the apprais
system and trust in management.

6 Leung et al. USA & Universities | Employees who perceived interpersonal treatment in feedback delivery demonstrated an
(2001) HongKong increase in satisfaction and trust with the supervisor and feedback acceptance, as well a

organisational commitment.

7 Cropanzano et | USA Large sta Procedural justice in performance appraisal is significantly related to trust in top manage
al. (2002) university and satisfaction with performance appraisal.
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8 McDowall & UK International | Overall fairness rating amsibdimensions of procedural justice havpositive impact on

Fletcher (2004) new media | attitudinal outcome measures. Job satisfaction was increased when performance evaluations are
agency perceived as fair. @anisational commitment was not related to the overall fairness rating or to
any dimensions of the justice.

9 Poon (2004) Malaysia Universities | Empirical analysis supports the notion that when employees perceive their performance

evaluations to be manipulated for selferestand usd for punishing individualsthey

exhibited a decrease in job satisfactidmese perceptions also have negative indirect effect on
employees’ intention to quit through decreased job satisfaclibis. manipulation of

evaluations would be likely to be perceived as unjustified and uhfaice this would have
negative consequences in the form of lower job satisfaction and higher quitting intention.

10 | Brenderllan & | Israel International | Perceived procedural and distributive fairness of the supervisor assessment metl@od hav
Shultz clothing significant impact on increased job satisfaction. Employees also experienced greater job
(2005) retail store | satisfaction with procedural fairness perceptions than distributive fairness perceptions.

11 | Steensma & Holland Dutch Positiverelationship was found between fair procedures of performance appraisal sessiol
Visser treasury several work outcomes: motivation, organisational commitment and satisfaction with the
(2007) department | performance appraisal session.

12 | Lau etal. Australia Health Fairness of performance evaluation procedures is significantly related to organisational
(2008) services commitment, trust in supervisor, distributive fairness and job satisfaction. Fairness of

sector performance evaluation procedures also related indirectly to jobastita througha
mediating effect of organisational commitment, trust in supervisor and distributive fairness.

13 | Chory & USA Universities | Procedural, distributive and interactional fairness in performance evaluation contribute
Hubbell (2008) significantly to an increase trust in management. Trust was a medidba @lationship

between the three dimensions of performance appraisal fairness and the antisocial
organizational behaviour and communication.

14 | Sparr & Germany, | Two Each of the feedback fairness components (procedural, distributive and interactional fairr
Sonnentag Austria & | different are important in dmance organisational behaviandshowed the feedback fairness role in
(2008) Switzerland| industries promote job satisfaction and reduce turnover intentions.
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research &
development

and public
administration
& service

15 | Hartmann & Slovenia Commercial | Formal use of the performanappraisabystem has a significant direotpacton employees
60DSQLpDU banks trust in supervisor, as well as indirect impakligh level of fairness perceptions in procedural
(2009) fairness contribute to high level of trust. Procedural fairness in performance evaluation process

played a mediating role ahe relationshifpetween performance evaluation and trust. Perceived
quality of performance feedback also played a mediating role on the relationship between
performance evaluation and trust.

16 | Thurston & USA Air Force Empirical findings revealed thaerceptions of procedural fairness wpositivelyrelated to
McNall (2010) satisfaction with the performance appraisal system, which in turn significantly related to

behaviours toward the organisatioeré&eptions of interactional fairnesgme positivelyrelated
to satisfaction with the supervisor, and subsequently significantly related to helpful behayiours
toward the supervisor.

17 | Heslin & USA Universities | An empirical examination demonstrated the importance role gbfagedures to predict
VandeWalle employee attitudes and behaviour and indicated that implementation of fair procedures in
(2011) performance appraisal has direct impact on organisational commitment and organisational

citizenship behaviour. Performance appraisal procedairakiss also has an indirect impact on
organisational citizenship behaviour througmadiating effect of organisational commitmen

18 | Palaiologos et | Greece Private Both procedural and distuitive fairness are strongly related to employees’ satisfaction wit
al. (2011) commercial | ratings. Interactional fairness also is significantly related to satisfaction with appraiser, while

companies of satisfaction with feedback is not confirmed. Maximising perceived fairness of perfa@manc
medium & appraisal is ground for creating more satisfied employees that will have a positive contrigution
large size to their assessment process.

19 | Selvarajan & | Mexico Universities | Both procedural and interactional fairness are significant predictors of performance appry
Cloninger satisfaction for employees attending an executive education program.

(2012)
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agement
d

20 | Yamazaki & Japan, Multinational | The more fairness perceptions of performance evaluation system in terms of procedures
Yoon (2012) China, retail transparency among Asian managers, the greater satisfaction will be demonstrated with
Hong business jobs in MNC subsidiaries.
Kong, markets
Malaysia,
& Thailand
21 | Byrne et al. u.S Technology | Procedural, distributive and interactional fairness in performance appraisal affect employ
(2012) manufacturing| and perceived supervisory support positively. Interactional fairness is the most important
firm dimension in predicting employee trust and perceived supervispppos.
22 | Farndale & UK Organigation | An empirical examination explored and identified the important role of performance appr:
Kelliher (2013) S fairness to predict workelated outcomes (organisational commitment and trust in senior
of Change | management) of members of the Change Management Consortium. Trust in senior man
Management| exerted a moderating role on the relationship between performance appraisal fairness ar
Consortium | organisational commitment.
23 | Flint et al. Canada An empirical investigation identified the significant rateprocedural fairness reducing
(2013) Call centre | negative outcons(turnover intention) and indicate that organisational commitment has a
partial mediation influence on the relationship between procedural justice and turnover
intention, while supervisory commitment hasili inediation influence on the relationship
between interpersonal justice and turnover intention.
24 | Juhdi et al. Malaysia Different Human resource management practicelidiog employees’ perceptisrof procedural justice
(2013) industries in performance appraisal affect turnover intentions negatively throughetimting effect of
banks, organisational commitment.
insurance &
finance and
higher
educational
institutions
25 | Lira (2014) Portugal civil servants | Procedural, distributivandinteractional justice have prominent rolén determiningemployee
sectors satisfaction toward the performance appraisal.
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ational

26 | Cheng (2014) | Taiwan Manufacturing| The execution of administrative performance appraisal pradtagpositive impact on
electrical & | employeesperceptions of organisational justice and that the leveéafeived organizational
electronic justice, in turn has positive impact on organisational commitment. Perceptions of organis
products justice mediatedhe impact of dministrative performance appraisal activitiesorganisational

commitment.

27 | Harrington & | USA Federal Perceivedairness of performance appraisal contrilgignificantly to both intrinsic

Lee (2014) government | mativation and job satisfaction
28 | Rubel and Kee | Bangladesh| Private Performance appraisédirnesss positively associated with employee job satisfaction and tl
(2015) hospitals level of job satisfaction is negatively relatedquatting intentions. Job satisfaction exerted a

partial medhtion effect in this relationship.
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Chapter Three: Research Framework

3.1 INTRODUCTION

PA fairness is an interesting concept in the field of job performance because it enhances
organisational efficiency through improving work performance. Fronpsgchological
perspective, it is important to study the effects #aerge from the interactionsnang
attitudes and behaviours in the workplace. The theoretical framework for this study identifies
the nature of the exchange relationships between perceiddirnessand reciprocation in

the form of positte work attitudes and behaviourhis framework is based on the social
exchange theory and theorm of reciprocity Twelve hypotheses were derived from the
literature and the assumptions of social exchange theoryhandorm of reciprocity. The
research framework is divided into thssetions. The following sections discuss the mediating
role of job satisfaction, trust in management, affective and normative commitment on the
relationshipwith the three components of PA fairness ,(PF and IF) and organisational

citizenship behaviour. e research frameworg& depicted in Figure 3.1.

Drawing on Figure 3.1, the current study argues that the greater the perception of PF, DF and
IF in performanceppraisal, the more the employisesatisfied with their jobwhich will, in

turn, eventuallyincrease organisational citizenship behaviour. It is also expected that the
greater the perception of PF, DF andthe higher the level of trust in their management, which
will, in turn, eventuallydeliver organisational citizenship behaviour. Furthermaone higher
theperceptios of PF, DF and IF in performance appraisal, the hitjinelevel of affective and

normative commitment, which will result in higherganisational citizenship behaviour.
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Figure 3. 1 The conceptual framework of the influence of performance appraisal

fairness on employee attitudes and behaviour at work
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3.2 HYPOTHESIS DEVELOPMENT

Social exchange theory and therm of reciprocity are applied in explaining the theoretical
framework of this study. Guided by the conceptual framewtwiklve hypotheses were
developed to formalise the relationship between fRfnessand job satisfaction, trust in

management, affective and normatogmmitment and organisational citizenship behaviour

The theoretical framework is categorisatb threemain sections The first sectiorpresents
the mediating role of job satisfaction on the relationship betweenfd¥aess and
organisational citizenship behaviourhe second discusses the mediating role of trust in
management othe relationship between PA fagssand organisational citizenship behaviour
The last section discusses the mediating role of organisational commitnikatrefationship

between PA fairnessnd organisational citizenship behaviour

3.2.1 Job satisfaction as a mediator of the relationship between performance appraisal
fairness and organisational citizenship behaviour

In this research job satisfaction is considerearamtervening variable impacting from PA
fairness to organisational citizenship behavidapecifically PF, DF and IF contribute to
higher job satisfaction. In parallel, job satisfaction can pkyrucial role to increase
organisational citizenship behaviour. That is to say, this study projeg®$, DF andIF can

have an indirect impacn organisational citizenship behaviour throughrtiegliating role of

job satisfaction. Modelling of thedirect path indicates that accounting for job satisfaction
may offer more insights into the linkages betweenf&fessandorganisational citizenship
behaviour Therefore, this could disclose additional mechanisms through which employees’
perception of PAairness can be linked to their work behaviour. Accordingly, a consideration
of mediating variables such as job sait$sion may offer a more thorough understanding of the
fair appraisalwork behaviours relationshigor employees operating in the different

organisations.

Social exchange theor(au, 1964)expects that when an individual or body daésvourable

act to another, the recipient of the favourable act will be forced to reciprocate. Meeting these
obligations affects the employees’ attitudes and behaviours within the workplace which, in
turn, enhances feeling of belonging to the orgaaison. This theory indicates that with the

increase in fairness perceptions, employees would show increased pleasurable or emotional
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states and hold positive attitudes. Based on this assumption, employeesmaliebikely to

experience greater job satisiactas a result of receiving fair appraigardogan, 2002).

The norm of reciprocityGouldner, 1960) states that when one person treats another person
positivelythenthe norm of reciprocity motivates the other person who receives this positive
treatmento discharge the obligation by providing the first person of benefits inltuother

words, individualsare eager to initiate exchange relationships aiming for favourgtolens in

the future.In organisationspositive treatment from the organisation in the form of fairness,
respect or support given to the employees should be reciprocated in the figsiralble job
attitudes and behaviouisccordingly, where employees feel that appraisers do value them and
assess their performance fairly then this should be reciprocated through greater job@atisfact
In turn, greatersatisfactioneads employeego increaseorganisational citizenship behaviour

In this regard, job satisfactioexertsa mediation effect duesince satisfactionstimulates
employees to perform additional effort beydhd job descriptionThesechain relationships
arefound becausemutual obligation between the employee and the organisation. That is, the
exchange relationstspentailbenefits that generate obligations between parties. Specifically
the organisation anticipates that the employees respond wel ttairnessby delivering
helpful actions in support of the organisatiomfoyees perceivethat the organisation is
obligedto provide fair appraisal in return for their contributions. Theoiistsrganisational
citizenship behaviour (e.g., Organ, 1988) have conceptualised social exchange as a type of
exchange relationship. Social exchange suggests that indidboaviour is the outcome of

an exchange relationshifn other words when thee is a social exchange relationship,
employees are more likely to deliverganisational citizenship behaviolEmployees who
perceive their organisations implement fairness in the process of distribution outcomes will
reciprocate in the form of discretionary effotfisat are seen as desirakife fostering

organisational effectiveness (Konovsky & Pugh, 1994; Pillai et al., 1999).

The mediation model of the relationship between independent variable and dependent variable
contains two major paths. The first path corresponds to how PA fairness will affect job
satisfaction (the relationship between independent and toedsmd the second path focuses

on how job satisfaction is related to organisational citizenship behaviour (the relationship
between mediator and dependeMgdiation refers to process that reflects a chain reaction
beginning with an independent variable that causes a mediator variable and which, in turn,
causes a dependent variable (Collins et al., 1998¢Kinnon et al. (2012) point odihat a
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mediator ad to transmitthe effect ofan independent variable to dependenvariable in a
causal sequence. For example,ramlependentariableleads toa mediatorvariableandthe
mediatorleads toa dependenvariable.In this case, jolsatisfaction astasmediatorbecause

it is an outcome of amdependent variable and has a causal relationship wittuome
variable.Looking at the first pathPA fairness leaslto enhancgob satisfaction and fairness
perceptims create a sense of obligationreciprocate. Looking at the second path, employees
that demonstratgob satisfactionare more likelyto respond positively to fair treatment via
organisational citizenship behavioun this sense, job satisfaction can play a key role in
transmittingthe effect of fair appraisal totizenship behaviour ia causal sequencinerefore,

job satisfaction is considered an important mechanism through which PA fairness promotes

organisational citizenship behaviour.

Fair treatment plays a crucial role in predicting employee job satisfaction (Linydie, 1998).

Past research (Lira, 2014: Lo®eVodanovich, 1995; Sparr &onnentag, 2008; Sudin, 2011)
provides support for a positive association between the fairness componeni{®&f, P& and

IF) and job satisfaction. Wen employees perceive their performancegatio be determined
fairly and equitablyin terms of any appraisal related pay increase, promotion, or other
administrative action regarding the rating procélssy will experience job satisfactiomn

other words, fair appraisal by appraisers motwataployees to deliver higher satisfaction.
PAfairnesdgs more likely to create positive employee outcomes. On the other hand, eraployee
who receiveunfair appraisals are more likely to be dissatisflezli & Oger, 2012).

Job satisfaction, in turn, itnked to organisational citizenship behavigliles et al., 2009;
Lapierre& Hackett, 2007; Paillé et al., 2015; SeserB&sim, 2012)Findings from these
studies show that employees who present a high tfjeb satisfactiorare more likely to
displayexta-role behaviours. Metanalyses confirm that employee attitudes are prominently
relatedto employee workplace behaviouConsequently, when there is job satisfaction,

individuals are more willing to exhibdrganisational citizenship behaviour.

Previous studies hav&own that job satisfaction exerts a mediation effedthe relationship
between components &A fairnessand job behaviours. For instance, Thurston and McNall
(2010) and Zeinaadi and Salehi (201ifpund that PFhas an indirect positive effect on
organizational citizenship behaviour through job satisfaction. Nadiri and Tanova (2010) found
thatPF, DF andIF has a indirectimpacton organisational citizenship behaviour through job
satisfaction.Consequently, anncrease in the fairness perceptions of &Alld cause an
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increase in the levels of job satisfactamd in turn in the levels of organisational citizenship
behaviourln other wordsjob satisfaction can be influenced by PA fairness and which can, in
turn, influence organisational citizenship behavioBased on the conceptual model, job
satisfaction is one of the mediators that transriies impact of PA fairness to greater
citizenship behaviouin a chain relationship®verall it was assumed that job satisfaction
plays a mediating role otle relationship between PF, DF andinRhe context of PAand

organisational citizenship behaviottence, the following hypothese

Hypothesis 1: Job satisfaction mediates the relationship between procedural fairness and

organisational citizenship behaviour.

Hypothesis 2: Job satisfaction mediates the relationship between distributive fairness and

organisational citizenship behaviour.

Hypothesis 3: Job satisfaction mediates the relationship between interactional fairness and

organisatnal citizenship behaviour.
These hypotheses relate to objective 1 (p. 18).

3.2.2 Trustin management as a mediator of the relationship between of performance
appraisal fairness and organisational citizenship behaviour

In this research, trust in management is consider@demwening variable influencinipe path

from PA fairness to organisational citizenship behaviour. Specificédiyness dimensions

(PF, DF and IF) support higher trust in managemenairRreatment from the organisation
fosters trust in management becauséndicates that the organisation values egpes’
feelings and treatsthem with respectMoreover an employee's trust in managemest
considerechn antecedent of organisational citizenship behavichis indicates the important

role of trust as a mediator of the relationship between PA fairness and organisational citizenship

behaviour

According to social exchange theory, receiving fair treatment signifies to employees that they
are treated with dnity which leads to a sense of trust in management (Blau, 1964). This
perspective is in line with Mayet al. (1995), who argue that when organisations treat their
employees with dignity, this treatment should encourage employees to trust their mahagemen
Based on the norm of reciprocity, individuals reciprocate to other parties as a type of social

exchange relationship in order to discharge their obligations. Consequently, employees are
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more likely to benefit the organisation througlooperative contrilitions Essentially,
employees are likely to exert extra effiororder to reciprocate perceived fairness of PA. Ertlirk
(2007) demonstrates that in social exchange context characterised by doelity of
relationships, trust is a vital mediator of the link between organisational fairnesgognd
behaviour.Trust in management is an outcomes of fair treatment which send signals to
employees that their organisations do value them as individuals. Accordimgly employees

feel higher trust they will be more willing to exhibit organisational citizenship behaviour.

In an organiational setting, social exchange relationshipse some important indicators
including fair procedures, job satisfaction, trust, organisational commitment and organisational
citizenship behaviour (Zeinaba&i Salehi, 2011). Moorman et al. (1993) believe thatk
outcomes such as organisational citizgmshehaviourmay stem from the favourable
impressiongprovided by faimess perceptionand that fairproceduresmay nfluencethese
outcome through the building of employee trudforeover, employees' perceptions of the
norm of reciprocity stimulates a grortional return in their additional work contributioiis
indicates that employees with high levels of trust in management generally reciprocate with
positive behaviour anengayein extra role behaviour3herefore, trust is aappropriateoute

to link PA fairness to organisational citizenship behaviour. In this regard, trust in management
acts as a mediator because it is an indication of a shared obligation between the employee and
the organisation. That is, organisations expect that the indigideakt positively to PA
fairness, by exhibiting cooperative efforts for the benefit of the organisation. From the other
side, individuals perceive that the organisation is committed to implement fair appraisal in
return for their efforts. In this regarttustis a consequence abnducting fair appraisal
Accordingly, when employees fedligher trust they demonstrate more readiness to
demonstrateliscretionaryefforts that enhance organisational effectivenégssnce,it can be

said that mediation influencescludetwo paths of relationship&irst, the relationship between

PA fairness and trust in management, and second, the relationship between trust in management
and organisational citizenship behaviour. These two Eitbw the role of trust iexering
mediation effecthat transmits the effect of PA fairness to organisational citizenship behaviour
in a causal sequencgpecifically, the first path demonstratbat theuse of fairness in Pxill
increase the employe#ésist in management. The second path shows that trust will increase
employeeengagement in organisational citizenship behavidbese pathshow how the
independent variableads to changes in the dependent variablgirectly througha mediator
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variable. As a result, trust in management can play an important role in mediating the

relationship between PF, DF and IF and organisational citizenship behaviour.

Folger and Konovsky (198%nd Rubin (2009argue that organisational justice contrilsute
significantly to predict trust in management. Tiedationship between PBFand IFand trust

in managemerttasreceived much attention and a moderate to strong correlation is generally
identified (Hartmann& Slapnicar, 2009; Lau &ger, 2012; Magner eil., 1994; Pillai et el.,
1999).Based on the justice research, it is plausible to anticipate that employebaweila
greate degree of trust in managemétairness at workplace is ensured (Wazigal, 2012).

That is to say, providing fair procedures and treatment is an important function in the process
of creating trust ilmanagement (Folgé& Konovsky, 1989; Lind Tyler, 1988).n addition,

other studies have found that organisational fairnessasof the most important antecedents

of trust in organisationand supervisar(Aryee et al., 2002; Pillai et al., 2001). In this regard,
when appraisers tend to apply performance appraisals in ways tisaearas fair, this may
lead to a higher levelf fairness perceptions among individuals and thereby will increase their

trust in management.

Prior researcehows that trust in management will have an impact on organisational citizenship
behaviourThe relation between employee and manager is thegriteal factor in attaining
organisational goals. rlist allows collaboration, communication, encourages dhare
information, assists in managing differencasd provides backing for management practices
and decisions (Dirks &errin, 202; Van den Akkeel al., 2009). Alack of trust may reduce
employee’s willingness to exhibit favourable contributions to organisatidiiichell &
Ambrose, 2007)Van Dyneet al.(2000)argue that aemployee’s tendency to trust will have

a significant association with organisational citizenship in a cooperative context. These
findings indicate that increasing trust in management can increasefh@yes’ cooperative
contributions Therefore, it isdgical to expect that employgeho show trust will also show
organisational citizenship behaviour.rust has been shown to be an antecedent of
organisational citizenship behaviour and is considered an outcomefaifrgss This implies

that trust in maagement can contribute significantly to provide a thorough understanding of

the connections between the fairness dimen3FA and work behaviour.

Prior empiricalwork showsthe mediating role of trust on the relationship between fairness
components of PAand job behaviours. For examplegshmannWillenbrock et al. (2012)
indicated that trust mediated the influence ofdPForganisational citizenship behaviour. Wu
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et al. (2011) found that trust mediated the links between percéivettd organisational
citizenship behaviouGiven such a relationshipis is reasonable to anticipate that employees
perceived fairness of their performance appraisals directly affect their trust in management,
which in turn will affect their demonstration of organisational citizenship behaviouhis

sense, rust in management is a result of applying fair appraisal and employees with higher
trustreciprocate with organisational citizenship behaviour. Accordingly, trust is an important
mechanisnthat carrieghe influence oPA fairnesgo higher employee citizenship behaviour

in a context whib characterizeghe quality of exchange relationships. Over#ie current

study hypothesised that trustmanagement mediates the relationship between PF, DF and IF
in the context of PA and organisational citizenship behaviour. Hence, the following

hypotheses:

Hypothesis4: Trust in management mediates the relationship between procedural fairness and

organisational citizenship behaviour.

Hypothesis5: Trust in management mediates the relationship between distributive fairness

and organisational citizenship behaviour.

Hypothesis6: Trust in management mediates the relationship between interactional fairness

and organisational citizenship behaviour.

These hypotheses relate to objective 2 (p. 19).

3.2.3 Affective and normative commitment as mediatorf the relationship between
performance appraisal fairness and organisational citizenship behaviour

The fairness literature indicatdbe importance of affective and normative commitment in
mediating the effect oPF, DF and IFon organisational citizenship behaviour. These two
potentialmediatorsallow the present studip provide a thorough understanding of the links

between PAairness and organisational citizenship behaviour.

The study suggests a mediating role of affeciind normative commitment may exist in the
link between PA fairness and organisational citizenship behaviour. The mediating role of
affective and normative commitment on the links between PA fairness and employee work
behaviours can be explained througltisbexchange theory (Blau, 1964) and the norm of
reciprocity (Gouldner, 1960). Based on social exchange theory, employees who receive fair

treatment will show higher organisational commitment. The employee may perceive this fair
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treatment as a powerfulgsial that their organisation values thend @mus make them more
committed Fair treatment signals that the employer not only values them, but is maintaining a
social exchange relationship with them (CropanzanMighell, 2005; Organ, 1988). In
parallel,employees respond to fair treatment with higher commmtr{fRhoades et al., 2001).

The norm of reciprocity states that people who have been treated positively by another party
will lead to create obligations to reciprocate this fair treatment. Consequently, employees with
a greater degree of organisational commitment indicated by a high level of social exchange
process perform organisational citizenship behaviour (ColquittG&enberg, 2003;
Cropanzand& Mitchell, 2005; Lavelle et al., 2009Based on thebove discussiorg social
exchange perspective suggests that indivigheateptions of fairnessan explain leval of
commitment. In addition, employees' perceptions of reciprocity stimulate a proportional return
and thus employees reciprocate with positive behasidwcordingly, employees' perception

of fairness in their appraisal enhances their commitment, which in turn inorgasésational
citizenship behaviour. Thus, it is evident that high levels of employees’' commitment are a result
of fair treatment and anesually associated with high levels of engagement in organisational
citizenship behaviour.

As notedabove dfective and normative commitment are selected as mediators because they
are causallylocated between PA fairness andjanisational citizenship behaviourhis
commitment leads individuals to exert extra effort that is not mandated by the employer
because it is indicative of a mutual obligation betweenetinployee and the organisati¢m

this case, organisations expdieat the individuals respond to fairness perceptibinsugh
delivering beneficial actions, whereas individuals perceive that the organisation is obligated to
offer fair procedures in return for their contributiolmsthis regard, employees with high &s

of PA fairness feel more committed toward the organisation. As a result, when there is a high
level of commitment, the employees are more willing to display asghanal citizenship
behaviour Therefore, it is reasonable to expect that affective and normative commitment act
asan importantmechanism through which PA fairness influences organisational citizenship

behaviour

Organisational justicés related to job performance (Fielés al, 2000). here have been
numerouempiricalstudies othe relationship between the dimension of organisational justice
and organisational commitment (Aryee et al., 2002; Cropan&aRandall, 1993). Fairness
perceptions have an effect on their commitment (Fulford, 2005). Research foariRAthat
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fair PA systens canlead to increasethotivationand work performancebgnisi& Pritchard,
2006;Roberson& Stewart 2006) Hence, it is important for organisations to implement fair
and accurate Pfor the employees’ improvemeriRbel& Kee, 2015)Earlier studies show
thatPF, DF and IFeontribute to increaskaffective and normative commitmeritt{eng, 2014;
Colquitt, 2001; Konovskg Cropanzano, 1991;,owe & Vodanovich, 1995Employeesvho

view appraisal as fair are more likely to show high level of organisational commitment.

In parallel,organisational commitment has a main role in predicting organisational citizenship
behaviour(Farzaneh et al., 2014; Schappe, 1998; Wang/éng, 2011; Zaya®rtiz et al.,
2015).A possible explanation for these results is that employees who exhibit a greater degree
of affective and normative commitment are more likely to deliver behaviours that may
ultimately benefit the organisatioR€¢loza& Hassay2006).0rganisational commitment has

a significant impact on work performance (MayeAden, 1991). Those who have a strong
identification with the organisation may dedicate themselves to the organisational interests
rather than trying to serve safiterestedobjectives Paré& Tremblay 2007). In this regard,
employees with a higher level of organisational commitment would be motivated to increase

their level of work to meet the organisational go&éds ét al, 2011J).

Little researcthasinvestigatedhe mediating role adictive and normative commitmeintthe
relationship between the dimensions of fairness and work behaviours. Lavellel et al. (2009)
surveyed635 students at a large university in the United Statdsshowedhat organisational
commitment actas a mediator between RIRd organisational citizenship behaviour. Yang
(2012) found a significant mediating effect of affective commitmentthan relationship
betweenDF and organisational citizenship behaviour. Meierhans et al. (2008) revealed that
affective and normative commitment mediated the lin&tween fair leadership and
organisational citizenship behaviour. Essentially, individbalsomemore willing to deliver
positive work behaviour in response to the fair treatment received in their performance
appraisals, because the so@athange relationshippmmitsthem to fulfil their obligations
toward the organisatio.herefore, it becomes moceucialthat managers and organisational
leaders be very careful as well as objective when practicing and making decisions within the
organisation(Nadiri & Tanova, 2010)As noted from the empirical literature discussed
previously, affectiveand normative commitment are outees of PA fairness that enhance
other outcomes of PA fairness such as organisational citizenship beha\soar.result,

affective and normative commitment would play effective rotesinking PA fairness to
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organisational citizenship behavio@verall the current study hypothesised that affectivé a
normative commitment mediatbe relationship between PF, DF andifFthe context of
performance appraisal and organisational citizenship behaviéemmce, the following
hypotheses

Hypothesis7: Affective commitment mediates the relationship between procedural fairness

and organisational citizenship behaviour.

Hypothesis8: Normative commitment mediates the relationship between procedural fairness
and organisational citizenship behaviour.

Hypothesis9: Affective commitment mediates the relationship between distributive fairness

and organisational citizenship behaviour.

Hypothesis10: Normative commitment mediates the relationship between distributive fairness
and organisational citizenship behaviour.

Hypothesisll: Affective commitment mediates the relationship between interactional fairness

and organisational citizenship behaviour.

Hypothesis 12: Normative commitment mediates the relationship between interactional

fairness and organisational citizenship behaviour.
These hypotheses relate to objective 3 (p. 19).
3.3 SUMMARY

This chapter develoghetheoreticamodelused inthe present studandprovides an explicit
relationship between: fairness perception of PF, DF andf Iperformance appraisal; job
satisfaction;trust in managemengffective and normative commitment; aochansational
citizenship behaviourlt was demonstrated that job satisfaction, trust in management and
organisational commitment are direct results of the fairness perception of procedural,
distributive and interactional in performance appraisal. It also showed that job satisfaction, trust
in management, attive and normative commitmemwere major factors impacting
organisational citizenship behaviourheoretically,job satisfaction, trust in management,
affective and normative commitment mediate the relationship between PF, DF and IF
organsational citizenship behaviour. TabR1 presents the summary of the research
hypotheses.
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Table 3.1 Summary of Research Hypotheses

Hypothesis| Description

1 Job satisfaction mediates the relationship betweEnand organisationg
citizenship behaviour.

2 Job satisfaction mediates the relationship betweEnand organisationg
citizenship behaviour.

3 Job satisfaction mediates the relationship betwkerand organisationg
citizenship behaviour.

4 Trust in management mediates the relationship bet®eamd organisationg
citizenship behaviour.

5 Trust in management mediates the relationship bet&amd organisations
citizenship behaviour.

6 Trust in management mediates the relationship betWeand organisationg
citizenship behaviour.

7 Affective commitment mediates the relationship betwef and
organisational citizenship behaviour.

8 Normative commitment mediates the relationship betwd@h and
organisational citizenship behaviour.

9 Affective commitment mediates the relationshipetween DF and
organisational citizenship behaviour.

10 Normative commitment mediates the relationship betwd2h and
organisational citizenship behaviour.

11 Affective commitment mediates the relationship betwi€eand organisationg
citizenship behaviour.

12 Normative commitment mediates the relationship betwdén and

organisational citizenship behaviour.
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Chapter four: Research Methodology and Methods

4.1 INTRODUCTION

This chapter discusses guantitative methasisgeneral design and tlstrategyusedin the
current researctand the research methodology, data collection procedures, the research
population and samplend measurement scaleshd methods and procedures employed in

data analysis are alslescribed.

4.2 RESEARCH PHILOSOPHY

Research attempts to discover answers or solutions to increase our knowledge abaid.the wo
Cavana et al. (2001) point out that researchersthasesfforts on different beliefs and schools

of thought regarding the bestaws to apply researcind this is considered a complicated
process of the research procedure. These beliefs and thoughts regarding the theoretical
perspective are referred to as the research philosophy. EaStaithyet al. (2008) argue that
understandinghilosophy is beneficial for many reasons. For example, philosophy clarifies the
design of the research and its strategies and methods for gathering and interprdatey the
addtion, it directs researchers towarthe best research designs. Guba and Lincoln (1994)
point out that ontology, epistemology and methodology are the basis for research paradigms.
Ontology is associated with reality and the nature of the world, while epistemsleigted

to how reality isobserved and how the body of knowledge of the external reality is obtained
(Sekarar& Bougie 2010Q.

The tvo main paradigmare positivism and interpretivism (Hussey & Hussey, 1997). These
two paradigms represent two prominent points on a continuoulsdimieerwhich areseveral
alternative paradigms. It is important to examine both philosophical paradigms before judging
which one to selectThe positivisparadigm depends on fixed relationships amamenomena

and is usually examined with a design té&@searh thatunderpins the positivigiaradigm is

mainly conducted to test theories in order to provide a better understanding of the phenomena.
The other research paradigm is interpretivisphefiomenology)which postulates that
individuals form and rela their own subjective and intersubjective views as they are involved

with contact with the external world (Orlikowski et al., 1991).

According to Easterb$mith et al. (200228), the core of the positivigaradigm is that "the

social world exists extaally and that its properties should be measured through objective
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methods, rather than being inferred subjectively through sensation, reflection or intuition”. It
therefore relies on the assumption that social reality is real and objective and thargls a
reality (Collis & Hussey, 2009). Under this paradigm, the research process comprises a
deductive approach with a view that theories provide the basis of explanation for many
variables in a series of occurrences or events (BrymRell&2015) As it postuldesthat social
phenomena can be measured, positivism is closely related with quantitative research methods.
Statistical methods in quantitative research “seek to explain and predict what happens in the
social world by searching for reliability and causahtieinships between its basic elements”
(Burrell & Morgan, 1979: 5). This typef researclis considered to be more reliable when the

aim of the study is to collect data associated with the regularity of the phenomena that is
occurring. The objective is to provide documented interpretations regarding how the social
world works through developing reliable and applicable techniques of acquiring reality about
a society that can after be analysed statistically (Gilbert,: ZX)1

On the other hand, differentigpectivesuch as iterpretivism and constructivisoan be used

to interpret events that appear to be problematic for natural scientists {9@%). The
interpretivistparadigm is a critical application of scientific models to stildysocial world.

The view of this paradigm is that social sciences are fundamentally different to the natural
sciences and tlsineed to follow an approatiat reflects the distinctiveness of humans against

the natural order” (Bryman &ell, 2011: 16). The view is that ‘fadgs not objective and tends

to be subjective, but is given meaning by people and is socially constructed. This suggests that
researchers should not afio gather facts and measure how often certain patterns occur, but
to appreciate the different constriocis and meanings that people placetheir experience”
(EasterbySmithet al., 200859).

The interpretivistparadigm represents a belief that facts can only be understood by the
individuals involved in the research (Taylor@allahan, 2005). In light of this, reality cannot

be separated from the people who @oserving the phenomemad reality can be seen only

by the people who are engaged in the experiencthis regard, the inductive approach is
contributing to grasp at the actors are feeling and thinking with regards to the research focus
(EasterbySmith, et al., 2002). The interpretivigiaradigm typically embraces qualitative
methodsto discover and elicate humanbehaviour which emerges from the sense that
individuals make of different situations (Eastefayith et al., 2008and has the ability to
increase the understanding of social science. However, whataaledby interpretivism is
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not generalisable to larger populations and has limited applications ¢Wljrif091). The main

attributes and characteristics of these two paradigms are presentdalal L.

Table 4.1The main differences between positivism and interpretivism

Positivism

Interpretivism

Theobserver

Must be independent

Is part of what is being observe

Human interest

Should be irrelevant

Are the main drivers of science

they can be measured

Explanation Must demonstrate causality | Aim to increase  gener:
understanding of the situation

Researclprocess Hypotheses and deductions | Gathering rich data from whic

through ideasare induced

Concepts Need to bepertionalisedo that| Should incorporate stakehold

perspective

Unit of analysis

Should be reduced to simplest
terms

May include the emplexity of
‘whole' situations

Generalisation
through

Statistical probability

Theoretical abstraction

Sampling requires

Large numbers selecte

randomly

Small numbers of cases chos
for

specific reasons

Source: Easterb$mith et al, (2008: 59)

Consistent with prior researckhis study adopts the positivisparadigm to examine the
relationships between thesearch variablesThe prominent characteristics of this approach

are in presenting an objective account of society. Positivism invéieesy development

which is examined by testing hypotheses (Easte3hyith et al., 2002). Further, it makes
generalisations possible for the wider population and concurrently allows the researcher to stay
relatively independent from the respondents in the study field (Creswell, 1994).

It is a common approach in masiudies offairness and job outcomes, particularly in studies
which aim to examine mediation influencéi( & Foley, 2006;Lambert& Hogan 2008;
Nadiri& Tanova 2010;Byrne et al.2012).The applied research methods in these studies were
predominantly analytical, conceptual and mostly empirical investigations using survey
instruments. In this way, the findings of this study will be useaiddress the objective reality

of the existing relationships between research variables, which is to advise managers and
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employers on how and to what extent individual perceptions of fairness in performance

appraisals affects employee work attitudes and behaviours.

4.3 RESEARCH METHODOLOGY

Quantitative and qualitative approaches are the two main research methbeés siocial
sciences (Johnson Blarris, 2002). Quantitative method involvestatistics, hypotheses and
variables, and is viewed as an organized method for combining deductive logic with precise
empirical observations of individual behaviour in order to discover and confirm a set of
probabilistic causal laws that can be used tedigt general patterns of human activity”
(Neuman, 199763). According to the positivigbaradigm and natural science model, the
guantitative approach derives from the ontological stance of objectivism, rather than
considering social reality as being an exééneality (Bryman Bell, 2015. The main aim of

the quantitative method is to provide measurements to test hypotheses, which means that the
instruments used in research ndedbe reliableand valid (Clough & Nutbrown, 2002).
Quantitative approa@s concentrat®n testing theories to be examined empirically, to use
measuring tools which are accurate operationagtach the social world from the people and
reduce the ambiguity in general of the social world (Bry&aBell, 2007). This approach

hdps to determine causal relationships between the sets of variables based on the theory and
literature (Amaratunga et al., 2002). Bryman1@pdescribes the mainegts in quantitative
research aggentifying the theory, setting hypotheses, formulatirgpagch design, devising
measures of concepts, selecting research sites, selecting research subjects/respondents,
administering research instruments/collecting data, processing data, analysing data, obtaining

findings/conclusions, and writing up findings/conclusions

4.4 RESEARCH STRATEGY

The research strategy is "a general plan of how the researcher will go about answering the
research question(s)" (Saunders et al., 2003: 488). There are several types of strategies such as
guestionnaire surveys, case studies, experiments, ethnographydepotheories and
empirical research.fle matter is which strategy is suitable to meet the research questions and
objectives that hae been selected (S#lan & Bougie 2010) Every strategy has its benefits

and flaws where research strategy determines#tbods of collecting and analysing data and
providing evidence of research under investigation. Many issues should be considered before
choosing any strategy (Remenyi et al., 2005; Saunders et al., 2003; Yin, 2003). The main aim

of this research is to amer how employee perceptiof performame appraisal fairness
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influencejob satisfaction, trust in managemaenganisational commitmeandorgansational
citizenship behaviour The nost appropriate research methdor this questionis a
guestionnaire survey. The current study is an example of survey strategies in which sets of
guestionsaand itemsare employed to evaluate the respondents’ attitudes and behaviours. This
strategy is used because, according to Bryman and Bell:(28]7t is “a research isttegy

that emphasises quantifiable data collection and used a deductive approach which incorporated
positivism to reflect a view of social reality as an external objective reality”. The survey
strategy is closely tied up with the deductive approach, wdllolws the collection of a large
amount of data from the wider population in an economic way. The data in this strategy,
typically obtained by questionnaire, are standadiend characterised in way that can be easily
understood by respondents. In line with the research aims, the survey instrument was designed
to assess opinions, attitudes, preferences, demographics, practices and procedudes (Gay

Airasian, 2003). All of hese factors are relevant to the screening target population.

The survey method is the most widely used in business and manageseanthFurther, the
significance of the survey instrument as a method for data collection is extensively recognised
in thebehavioural sciences (Brym&nBell, 2015. Moreover, the survelgased questionnaire

is suitdle for descriptive studieshich can be applied to acquire explanations and produce
data for testing hypotheses (Kelly et al., 2003). In this regard, this chseaphasises the
importance of survey basephestionnaires to seek explanations for the influences of
performance appraisal fairness on employee attitudes and behaviours. The questionnaire
survey focuses on domains which are relevant to work attitudebedraviours within the
overall context of publi&urdistani banks. In this sense, the aims of this research require data
to be attitdinal, and behavioural and the use of a questionnaire survey is an appropriate
method for this study.

45 SEQUENTIAL RESEARCH

In terms of the time horizon, research can be classified as sequential or partially longitudinal.
In crosssectional studies, allata are gatherexta single point in timen longitudinal studies,
people or phenomenon of interest stadied over timel§e Vaus, 20010 measure changes

over time for thgphenomenon. Scholars have become more coedatoutthe validity of
crosssectionalsurvey research, particularly abooethod bias which potentially inflates
correlations among variabléBodsakoff et al., 2003; Malhotrat al, 2006; Rindfleisclet al,

2008; Burtondones, 2009). When carrying out longitudinal research it is important to consider
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the issue of time lag between data collection points so that the timeframes chosen are
meaningful (Mitchell & James, 2001). Ima survey strategy, several interventioase
recommendedo gatherdata over multiple periods in order to reduce the threat of common
method variance bias and enhance causal inference, (Podsakoff & Organ 1986; Podsakoff et
al. 2003). Hence, in order to strengthen the methodological design used in this study, the
researcher tested the structural models by colledttgat Time 1 forperformance appraisal
fairness for testing direct and indirect effects madéime 2 forjob sdisfaction, trust in
management and organisational commitmantl Time 3 fororganisational citizenship

behaviour.

4.6 RESEARCH POPULATION AND SAMPLE SELECTION

4.6.1 Target Population

In this study, the resezher used convenience sampliwgich is a type of noprobability
sample from employees working at different levels across all pidiiic banks in Kurdistan.
Targeted employees include staff from junior, middle and senior management. The total
population was 735Burdish employees working in the bankisgctor. This total population

estimate is based on the employee database provided in Public Bank Stapstits

4.6.2 Sampling Design

There are many techniques of sampling designs according to the required data and the nature
of the sample being studied (Saunders et al., 2003). According to Dillon et al. (1993, p.229),
target sampling involves “selecting certain respondents for patiampan the study
presumably because they are representative of the population of interest and/or meet the
specific needs of the research study'Non-robability sample methods can be used in
situations where carrying out a probability sample would ndeasible, where for example

there is no sampling framer the resources required are not availaliibson,2002264).
Accordingly, the present study used mmebability, convenience samples to be representative

of the research population. This sample technique is at times calkedidantal sample as the
components constituting the sample may be drawn into the sample mainly because they just
occur where the researcher is gathering the primary Rats( 2005). Convenience sampling

is widely usedin social research and is extensively applied in organisation studies (Bryman,
2016).
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4.6.3 Sample Size

The statistical toolenployed in data analysis requigeminimum sample size. For example,
multiple regression analysis, confirmatory factor analysis or structural equation modelling and
other techniques require an adequate sample size in order to perform analysis on data.
Consequenyl, as Reynolds, et al. (20087) pointed out, a certain sampsee plays an
important role tadentify “the analytical techniques that can be used”. The present research
employed confirmatory factor analysis (CFA) to tesistructure ofesearclscalesAccording

to (Hair et al.,2010) five observations for each estimated parameter is a minimum
recommended sample level for the estimation of SEM. In this research, a tetpboateters

were estimated, so the sample size for this research should be more tHain@&2thatactual

sample size was 369, the minimum recommended sample size was fulfilled.

4.7 DATA COLLECTION PROCEDURES

The data was obtained from employees in piblic banking sector in Kurdistan. hé
researcher started the procedures in contact tivttbank margement by selecting set of
survey questionnaas, along with covering letterBurther, each participant receivedaed
number. A sequential design at three separate time points, approxiovaielgeighteen week
interval, was usedSequential data is particularly useful in predicting mediating effects which
are hard to analyse in a cressctional study. Accding to Maxwell et al. (2011816), a
variable that is knowto act as a strong mediator in a cresstional analysis may not act as a
mediabr at all in a longitudinal analysis. Thus, in the current stadgequential design was
employed which is considered as partially longitudinal in order to reduce the degree of bias in
determiningmediating effectsConsequently, sequential design helps obtan more accurate

data compared wittrosssectionadata.A six week time interval between each data collection
point wasan appropriate timkag with the influences of performance apprafs@éinesson the
demonstration of employee work attitudes and subsequently work behaviour. In light of this,
the data for this study was collectedtaiee time points acrogsghteen weeks. Respondents
were given the opportunity to complete the questionnaires regarding independent variables
(procedural, distributive and interactional fairness in performance appraisal) at time one,
mediator variables (job satisfaction, trust in management and organisational commitment) at
time two, and dependent variables (organisational citizenship behaviour) at time three. The
guestionnaires, which were distributed in paper forreagh time point, took approximéte

10 to 15 minutes to complete. Malucement was offered and confidentiality was assured.
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4.8 MEASURES

Based on the toretical model illustrated inidgure 4.5 at the end of this chapt¢see also

Figure 3.1) the independent, ediator and dependent variabtesasure job satisfaction, trust

in managemen organisational commitmengnd organisational citizenship behaviour, and
employeesperceptions of performae appraisal fairness comprising procedural, distributive
and interactional fairness.e@der, age, position, years of work, and educational level were
collected for demographic information. The measures used in this study are described in the
order they show in the model across the three time points of data collection. The scale items

are adopted from previous studies. These scales are presented in tables under each construct.

4.8.1 Measures attime 1
Performance Appraisal Fairness

This variable measures the individaalerceptions of fairness performance appraisal. In the
current study, performance appraisal fairness consists of three dimensioosdural,
distributive, and interactional justice. The language of the items was amended by Gupta and
Kumar(2013)so that they pertain to performance appraisal setting. This scale has been widely
used in previous studigRodwell & Munro, 2013; Zhang et al., 2014)he performance
appraisal fairness scale includesitensdistributed on three componenpspcedural fairness

(7 items), distributive fairness (4 items), and interactional fairmas=ngs).Responssto items
weremeasured using a fiyeoint Likert scale that ranged from 1 = “strongly disagree” to 5 =
“strongly agree.” The iterscores are snmedto create a scale score. The items of the three

components operformance appraisal fairnese listed in Table 2.

Table 4.2 Dimensions of Performance Appraisal Fairness and Their Respective Scale

Procedural performance appraisal fairness

1. 1 am able to express my views and feelings during the performance ap
meeting

2. | have influence over the outcomes of performance appraisal procedures
3. The procedures followed during performance apargrocess have been
applied consistently in my organization
4. The procedures followed during performance appraisal process are free of
bias
5. The performance appraisal procedures are based on accurate information
6. | can appeal against the outcenaerived at by the performance apprajsal
procedures

7. The performance appraisal meetings upheld ethical and moral standa
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Distributive performance appraisal fairness

1. The outcome of performance appraisal process reflects the effort | ha
into my work

2. The outcome of performance appraisal process is appropriate for the
completed

3. The outcome of performance appraisal process reflects what |
contibuted to the organization

4. The outcome of performance appraisal process is justified, give
performance

work |

Interactional performance appraisal fairness

1. During the performance appraisal meeting, my supervisor treated m
polite manner
2. My supervisor treated me with respect and dignity during the perforn
appraisal meeting

3. My supervisor refrained from improper remarks or comments
4. My supervisor was candid in (his/her) communications with me

thoroughly
6. My supervisor communicated details regarding the performance apj
process in a timely manner

7. My supervisor tailored (his/her) coramications to my specific needs

5. My supervisor explained the petures of the performance appraisal pro¢

nance

€SS

praisal

Source: Gupta and Kumar (2013)
4.8.2 Measures at time 2

4.8.2.1 Job Satisfaction

Job satisfaction waseasured using a scale developed by Weiss €&38.7)which reflecs

separate scores for intrinsic and extrinsic job satisfaction for different occupational groups.

This scale has been extensively usegdrior research (i.e. Pool, 1997; Lau@hong, 2002).

The scale consists of3litemsandmeasures the extent to whicle tharticipant feel he/she is

satisfied on the job using fivyeoint Likert scalesHigher scoressignify higher individual

feelings of job satisfaction. Table 4.3 presents the items used.
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Table 4.3 Job Satisfaction Scale

Job satisfaction

. My job keeps me busy all the time
. My job allows me to work alone
. My job allows me to have a variety
. My appraiser handles his/her employees well
. My appraiser is good in making decision
. My job provides for steady employment
. My job allows me to make use of my abilities
. My bank policies are put into practice well

. My job pays well for the amount of work | do
10. My job provides the chance for advancement
11. My job provides the freedom to use my own judgement
12. My appraiser praises me for doing a good job
13. My job provides me ith a feeling of
accomplishment

©Ooo~NOU~,WNE

Source: Weiss et al. (1967).
4.8.2.2 Trust in Management

Trust in management is defined as an indiviguaillingness to depend on management based

on positive anticipations of their behaviours and intentions (Rousseau et al., 1998). This
variable was measured using a scale reported in Robinson @@®d¢veloped by Gabarro

and Athos (1976). This scale has been widely used forurieg®rganisational trusifee et

al., 2002; Hopkins &Veathington, 2006 The sale consists of sevatems measuringhe

extent to which the participant fegtustin management using a fiymint Likert scaldrom
strongly dsagree to strongly agreidigher score signify higherfeelings of trust. Se€lable

4.4,

Table 4.4 Trust in Management scale

Trust in management

. I believe my employer has high integrity.
. | canexpect my employer to treat me in a consistent and predictable fashion.
. My employer is not always honest and truthful.
. In general, | believe my employer's motives and intentions are good.
. I don’t think my employer treats me fairly.
. My employer is open and upfront with me.

. I am not sure | fully trust my employer.
Source: Gabarro and Athos (1976).

~N~Nooahr~,wdNE
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4.8.2.3 Organisational Commitment

The items for affective andormative commitment were adogtécom Meyer et al. (1993).
Thesescales havdeen extensively used to measure the organisational commitment (e.g.,
McDonald& Makin, 2000; Jacobsen, 2000; MalhofraMukherjee, 2004). The organisational
commitment scale include® ltems distributed on two componenrdffective commitment (6
items) and normative commitment (6 item$jesponse were measuredising a fivepoint

Likert scale. Hgher scoresignify higher commitment. The items faffective anchormative

commitment are listed in TableX4.

Table 4.5 Dimensions of Organisational Commitment

Affective commitment

1: I would be happy to spend the rest of my career with this organisation
2: | really feel as if this organisation’s problems are my own.

3: 1 do not feel a strong sense of “belonging” to my organisation.

4: | do not feel “emotionally attached” to this organisation.

5: 1 do not feel like “part of the family” at my organisation.

6: This organisation has a great deal of personal meaning for me.

Normativecommitment

1: Right now, staying with my organisation is a matter of necessity as mt
desire.
2: It would be very hard for me to leave my organisation right now, even if |
wanted to.
3: Too much in my life would be disrupted if | decided | wanted to leave my
organisation now.

4: | feel that | have too few options to consider leaving this organisation.
5: If | had not already put so much of myself into this organisation, | might
consider working elsewhere.
6: One of the few negative consequences of leaving this organisation wauld be
the scarcity of available alternatives.

Source: Meyer et al. (1993).
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4.8.3 Measures at time 3

Organisational Citizenship Behaviour

Organisational citizenship behaviour is defined as “a behaviour that contributes to the
maintenance and enhancement of the social and psychological context that supports task
performance” (Organ, 1997, p. 91). A itdm scale adapted from Marinova et 801Q)was

usedto measure organisational citizenship behaviour uairftye-point Likert scale This
measure is originally taken from existing organisational citizenship behaviour scales (Bennett
& Robinson, 2000; MacKenzie et al., 1999; Podsakoff et al., 1990; Smith et al., 1983) that
represent indicators of helping, taking charge, sportsmanship, and compliance alsedbown

Higher score demonstratéigherorganisational citizenship behaviour.

The current study useadslightly modified version in thaach item waseworded so that it
referredto the respondent (i.e. him/herself), and not to wadker as is the case in the source

version. BRble 4.6 presentbe items used in the present study.

Table 4.6 Organisational Citizenship Behaviour Scale

Organisational citizenship behaviour

1. I help others who have been absent
2. | help others who have a heavy workload
3. | am always ready to help those around me
4. 1 am willing to give my time to help otherdo have workelated problems.
5. | often make innovative suggestions to improve my department
6. | always try to adopt improved procedures for the work unit or department
7. | always try to institute new work methods that are more effective for this
organisation
8. | always try to implement solutions to pressing organisational problem
9. | never come in late without permission
10. | always follow bosses’ instructions
11. I never leave work early without permission
12. | conscientiously follow organisahal rules and procedures
13. I rarely miss work even when there is a legitimate reason to do so
14. | am often a stabilizing influence when others in the organisation| have
disagreements

Source: Marinova et al. (2010).

[2)
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4.9 QUESTIONNAIRE DESIGN

The design of the questionnaire was in a form which permitted the participants to respond to
the questions aifferent times. The first page collectetbmographiaata. Tls included the

bank name, gender, age, position in the bank, numbgears worked at the bank, and
educational levelFor more details, see Appendix 1(Ahe questionnaire has three sections

as follows:

Section (1): This section comprises 8ms intended to measure procedural fairness (seven
items), distributive fairngs (four items), and interactional fairn¢ssvenitems).

Section (2): This section comprises B28ms intended to measure employee job satisfaction
(thirteen itemy trust in managemerfseven itemspand organisational commitme(itvelve

items.

Section(3): This section comprises ittms intended to measure organisational citizenship

behaviour

A five-point Likertresponsecale vasused.This scale ranged from 1 = “strongly disagree” to
5 = “strongly agree.The rationale for choosing Likert scale that they aréhe most popular
and simplest response foat (Sekaran, 2003) and are commonly treated in business and

management studies as an interval scale (Hair et al. 2003; Cavana et al. 2001).

4.10 QUESTIONNAIRE TRANSLATION

The present researetascarried out in Kurdish. It took about three months during July and
Octobe 2014. First, the English version of the questionnaire was translated into Kurdish by
the researcher. Several PhD researchers from the University of Huddersfieldskedeto
checkand comment on the translation. Second, two lecturers in Kurdish and English languages
in the University of Salahaddin in Kurdistan wejieen the two versions of the questionnaire
independently (English and Kurdish) and weasked to verify the clarityfothe Kurdish
trarslated version. The Kurdish version of the questionnaire is available in AppeBdix 1(
Additionally, pilot testing was conducted to evaluate the validity of the study and to discover

any problems that might occur in preparing the questoe.
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411 PILOT STUDY

A pilot study was conducted to redyseblens related to the degree dhrity and validity.

The Kurdish version was distributed to 30 employees in pbhliks drawn from the sample
frame. The main aim was to assess the validity of the study and to provide an opportunity for
suggestionsNo major questions were found in the pilot results and the participants did not
have difficulty in understanding the questions. A few changes wade im the wording of the

items After the pilot a final draft of the questionnaire was designed.

4.12 DATA ANALYSIS METHODS

A number of statistical techniques were selected based on the research qUdstiengirical
analysis examinethe influence of performance appraisal fairness on employee attandes
behaviourandthe mediating influence of employee attitudes on these relationships. For this
purpose, Process macro developgdreacheand Hayes isscommended as the most suliéab
analytical technique to test the hypothesis (Hayes, 2&t&)ctural equation modey (SEM)
conducs confirmatory factor analysis (CFA). It is a flexible and robust strategy thdabteis

of both factor analysis and multiple regression (Hair €2@10).A descriptive analysis was
applied for the demographic charactecstof the participantand ispresented in Chapter 5.

Data analysis also involved testing the reliability of the mtdta constructs (inteitem
consistency reliability). Convergevaliditywas examined with the help of confirmatory factor
analysis through assessing the degree to which a set of measured items actually captures the
supposed construct (Hair, et al., 2010). This analysis is discussed in Chéapdep&ndent-

tess were conducted to specify the differences between groups. The basic concept and

statistical methods used in data analysis are introduced in the following sections.

4.12.1  Reliability Analysis

Reliability "indicates the extent to which the measure is without bias (error free) and hence
offers consistent measurements across time and across the various items struheem'"
(Pelosi et al., 200127). Cronbach’s alpha (coefficient alpha) is a paptbol to measure
reliability (Hair et al., 2010). The reliability of the survey strategy was identified by the value
of alpha, and construct validity was assessed with CFA. The core of reliability analysis is the
calculation of the intercorrelations among items in a scale, which can range from aof 8lpha

to 1.0 (Hinkin, 1998). According to Nunnally (1978) Cronbach’s alpha values showt be
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least0.70to demonstrateeliability. The reliabilityof individud scales in this research varied
from 0.58 and 0.85 (see TablSpb

4.12.2 Confirmatory Factor Analysis

Confirmatory factor analysis tegthe fundamental construct of a set of variables (Tabachnick

& Fidell, 2007)andwas employed to test whether measures of a construct are consistent with
the intended construct and used indices to assess the goodness of model fit. This analysis is
usually conducted using structural equation me@eline & Santor, 1999, Tabachnick

Fiddl, 2007). The aim of assessing the goodness of model fit is to test the fit between the

measurement model and the data obtained.

Several indicators of model fit are determinable to evaluate the goodness of fit statistics of the
proposed model, which can assist researchers to specify which of the hypothesized rabdels be
fits the data. In this respect, it has been recommeralété more than one fit indexhen
assessing the fit of a model (Loehlin, 1998: 76). The first is thes@rare (X) test, it expected

that Chisquards nonsignificant. This signifies that there is no significant difference between

the actual covariance matrix and thegosed model to illustrate tlemvariance matrix. In
addition, there are other indices for assessing the fit of the model such as CFI, NFI, LTI, and
RMSEA. The CFI, NFI and LTI explain how much better a model fits the data to a baseline
model where all variables are uncorrelated. A value of CFIl, NFI and LTI more than .90 is
usually deemed to be a reasonable fit of the model to the data ([Bien8er, 1998). The
RMSEA represent a measurevaiiance per degree of freedavhich provide a calculation of
confidence intervals and substantial information about the accuracy of the statistical estimation
of fit (MacCallum& Austin, 2000)Values less than .05 suggegiad model fit, and values
between .0&nd.10 suggesan acceptable model fit (Hu & Bentler, 1999).

Confirmatory factor analysis was used to test the structure of d#ssoecluded in this

research.
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4.12.3 Independent sample #testand ANOVA

Theindependent sampletést comparethe mean score between two groups (i. e. male and
female) (Green &alkind, 2010). ANOVA compares the mean score of thregore variables
(George, 2011The current research sought to test the difference between research variables
(performance appraisal fairreesdimensions, job satisfaction, trust in management,
organisational commitment, and organisational citizenship behaviour) and different

independent variables such as gender, age, position, years of work and educational level.

4.12.4 Mediation analysis

Mediation is defined as a process tedtectsa chain reaction beginning with an independent
variable (X) that causes a mediator variable (M) and which, in turn, causes a dependent variable
(Y) (Collins et al., 1998). Recently, statistical methodsest mediation haasbecome a more
important issue (Wood et al., 2008). Bny studiesin organisational behaviour have
investigatel the mediation influences of several job outcome variables (Wood et al., 2008).

Mediation analysis is important because it presents detailed explanafiche causal
relationships between sets of variab{égu & Zumbo, 2008)andmoves “beyond the merely
descriptive to a more functional understanding of the relationships between variables”
(Preacher& Hayes, 2004: 717). In general, it is assumed that influence is transmitted via
internal psychological structures (MacKinnon et al., 2007). The model of mediation impact can
contribute to answer substantial questions which are not always fulfilled byigates) the

direct impact (Bollen, 1989). In this sense, the main explanatory variables included in the
hypothesised framework are important in explaining the data when the mediation effect or
relationship takes place. This is important in the presedy sthich aims to study the role of
mediators in explaining the association between groups of varialbeser to present a tier

description and explain relationshkip

Baron and Kenny (1986:178) argue that the possibility for the effective use of mediation
strategy “is best done in the case of a strong relationship between the predictor and the criterion
variables”. The mediation method is laid out for testing mediation hypotheses. This method
assesses whether or not the independent variable (X exerinfluence on the dependent
variable (Y) through a potential cause of one or more intervening variables or mediators (M)
(Prexher & Hayes, 2008 In other words, mediation or indirect effects occur when the

independent variable exercises a particeifiect on the outcome variable via a mediator
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variable (Collins et al., 1998). In this sense, mediator variables play a vital role in mediating

the effect or relationship between two variables.

The function of the mediation model is to determine and explicate the proceswhipbma
relationshipbetween the independent variable and dependent variable ogbrategh the
presence of a third explanatory variable, a mediator (Baron & Kenny, 1986). Mediators are
“variables through which the influence of antecedent variable is transferred to a criterion”
(Mathieu & Taylor, 2007: 142). In other words, it identifies the relationships in causal
sequences among the study variables. The mediation or indirect effect indicates a product of
coefficients for pathbetween X and M (i.e., path a) and between M and Y (i.e., path b).

In the organisational fairness literature, some variables can contribute to mediate the
relationships between organisational fairness and work outcomes while others may change the
strengh of the relationships (Konovsky Bugh, 1994; Colquitt &reenberg, 2001, Aryee et

al., 2002; Moorman et al., 1993). In accordance with previous research, the present study
expected that job satisfaction, trust in management and organisational commitdeie the
relationshipbetweenprocedural, distributive and interactional fairness and organisational

citizenship behaviour.

In a simple mediation analysis, the model involves one mediatomdépendent variable (X)
exerts a particular impact onetldependent variable (Y) via a single mediator (M). These
relationships are showim Fgure 4.2. Multiple mediation analysis includes more than one
mediator. It represents the influence of independent (X) on dependent variables (Y) through
several mediators (M1, M2, M3, and M4) (Hayes, 2013). Figurelldsdrates the multiple

mediation diagranand isidentified in terms of equatiosand 5:

The single mediator model is identified in terms of equation. 1, 2, and 3 as illustrated below
(Taylor and MacKinnon, 2012):

Y=i1+cX+e (1)
Y=io F—;, E® H 2
M=is+aX+e (3)
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Where i1 and i2 and i3 are regression intercepts, el and e2 and e3 are error in the estimation

of Y and M, and a is the coefficient pertaining the path from the independent variable to the
mediator, b is the coefficient pertaining the path from the mediator to the dependent variable
FRQWUROOLQJ IRU WKH LQGHSHQGHQW YDULDEOH Fe LV \
independent variable to the dependent variable controlling for the mediator, c is the coefficient
pertaining the path from the independent variable to the dependent variable. Figiagiet

the single mediator model.

The single mediator model is simple to analyse, while the multiple medmtatslis more
complex to analyse as determined in the following equafidages, 2013):

[
Y=F+ ..¥1 bEEB A (4)
g5

Mi=is+aX + e ()

,Q WKHVH HTXDWLRQV N LV WKH QXPd&Eiitde modél drégheD WR UV
regression coefficients given to the antecedent variables in the estimation of the consequences.
The coefficients in the model are estimates the causal effects of each variable on others. The

multiple mediator model is depicted in Figure 4.3.

Figure 4. 1 Direct effect

X Y
Cc
Independent Dependent
Variable variable

Source: Preacher and Hayes, (20880)
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Figure 4. 2 Simple mediation

M

Mediator
Variables

N

X Y
Independent | Dependent
Variable F— variable

Source: Hayes, (20131)

Figure 4. 3 Multiple mediation

M1

M2

7\

M3

M4

Source: Hayes, (201327)

Several methods have been developed for testing the statistical significance of mediating or

indirect influences in social research. These methods were divided into four main approaches.
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4.12.4.1 Causal steps approach (Baron & Kenny)

According to Baron and Kenny (1986), this approadquiresfour criteria to be met for
determininga mediation effect. The first critemn involves the independent variable (X)
exertingan impact on a mediator variable (M). The second criterion redhigeadependent
variable (X)to exertan impact on a dependent variable (Y). The third criteridimeignediator
variable (M) exerting an impact on a dependent variable (Y) when controlling for the
independent variable (X). Finally, the influenceaofindependent variable on tloependent
variable reduces dramatically when the mediator variable (M) is entered jointly with the
independent variable (X) as an antecedent or a predictor of dependent variable (Y). Regarding
Figure4.2 and4.1, these criteria basically require paths a, b and c to be statistically significant
DQG F WR EH OHVV WKDQ F— E\ D FHUWDLQ DPRXQW LQ RU
& Hayes, 2008).

The prerequisite for Baron and Kersapproach entaslthat a significant influence of the
independent variable on dependent variablehsuld exist (identified as ¢ in Figure 4.1).
Accordingly, in order formediationto occur itis necessary to establish that there is a total
effect (path c) to be mediated (Hayes, 2009). Howesareral studies (Collins et,al.998;

Kenny et al., 1998; MacKinnoat al, 2000; Shrout &olger, 2002), have argued that the
prerequisite (quantified as a significant X on Y) is not considered as a requirement to take place

in the mediation.

This approach is widely recognized and commonly usedefting mediation in the single
mediabr context (Taylor et al, 200Hut has been heavily criticised because of a lack of
statistical power in mediation analysis compared with other metitodz & MacKinnon,
2007). Another criticism levelled against Baron and Kénapproachs that the significant
impact of the independerrriable orthedependent variable is not necessary before going on
to test for mediation.
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4.12.4.2 Joint Significance Test

The joint significance test is considered another causal steps approach to test mediation, where
a set of regressions are performed to demonstrate mediation. The first regression tests whether
X predicts M; this direct relationship represents path a. €bersl regression tests when M
predicts Y including X in the regression; this direct relationship represents path b. If both path

a and b in Figure 4.are jointly significant, one can conclude that there is a mediation effect
(MacKinnon et al., 2002). The joint significance test vafiesn the Baron and Kenny
approach discussedbove, andrequires only that the statistical effect of the path from
independent to mediator and the path from mediator to dependent both must be significant
(Kenny et al., 1998). The advantage of this approsdts easy to implement and simpte
interpret Moreover, it has moderatmod statistical power compargamother test procedures

(Fritz & MacKinnon,2007). However, it has been criticised because the normal distribution of
the product of regression céiefents aand barenot matched, but rather is predominantly

asymmetric with a high kurtosis value (MacKinnon et al., 2002).

412.4.3 Sobel Test

The Sbel test is used to assess the significance of mediation by dividing thetiomedra
indirect influence (a x b) by an estimate of the standard error (SE) of this mediation influence

(a x b). Sobel (1982) presented the approximate estimateabf &Helow.

5065 *8§Q 04 ©)

Where (a x b) is the product of two regression coefficients which estimate the unstandardized
indirect influence of independent variable (X) on dependent variable (Y) through mediator (M),
Saand D are the standard errors of the regression coeffioiem and b. Utilising the standard

error from equation 6, the Z ratio for the Sobel (1982) test displayed below can be laid out to
test the null hypothesesOHab = 0.

The statistical test is derived by:

Z= al|dBE (7)
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The presence of mediation is assessed to be statistically significant based oatith&hich

is compared against a critical value as a test of the indirect effett96 are the critical values

of the test ratio. If theZ ratio is more than +1.96 and less tharB6, a mediation effect is
considered to be present. Theb8l test is reasonable. It has moderate statistical power
comparedto other test procedures (Fri& MacKinnon, 2007). However, theoBel test is
appropriate only for large sample szadcan be used through a macro devised by Preacher
and Hayes (2008).

4.12.4.4 Bootstrapping Approach

Bootstrapping is a nonparametric resampling process which estimates the characteristics of the
sampling distribution from a sample set of the study data (Field, 2009). Using this approach is
an aspect of mediation analysis to assess the indirect effectdition, it involves a process

based on enlarging the sample study by repeatedly sampling a number of times from the data
set and estimating the mediating influence in each resampled data set. The analytical
procedures for performing mediation analysis wa SPSS and the INDIRECT SPSS macro
(Preacher & Hayes, 2008). The bootstrapping framework using the SPSS Macro allows a more
rigorous and comprehensive evaluation of a model and its assumptions than would an SEM
analysis or a seriesf regression anatys (Reacher& Hayes, 2008). The bootstrapping
approach carbe utilised to producexccuratemeasures oftatistical estimates (Efro&
Tibshirani, 1994).

With respect to mediation, the bootstrapping approach embodies the sampling distribution of
the medhting influencesince it deals with the acquired sample size as a representative sample
of the general population, through identifying the overall number of times, is called a resample
procedure (Hayes, 2009; Preacher & Hayes, 2008). This approach is among a variety of
resampling techniques which utilise the research sample, n, as a reduced version of the larger
population. The present study employed 5,000 bootstamples (k) each of 369 cases
(Preacher & Hayes, 2008). Every bootstrap sample was generated by a resampling procedure,
whereby all the cases were available to choose from until the number of cases was reached
(Preacheet al, 2007).

To test the significanaaf mediation effects, PROCESS macro utilises bootstrapped confidence
intervals,generally at 95% (CI) and defaulted with 5000 resamples, by sorting the bootstrap
sample values of indict effects from lower to upp@Preache& Hayes 2008). Based on this
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technique, the approximate value of the sampling distribution of the mediaflieenice can

be developed by repeatedly resampling many times (generally five thousand). In order to
evaluate thatediation is occurring, the lower and upper bound of the confidence intervals
must not include zer(Hayes, 2009; Preacher & Hayes, 2008}his sese, the bootstrapping
procedureentails @lculating confidence intervalf.zero is ot contained in these intervadle

mediation effect is considered to be statistically significant.

The bootstrapping technique has become more popular during the last two decades as an
effective vehicle to aess indirect effects (Preactetral.,2007). Shrout and Bolger (2002)

have demonstrated the employment of the bootstrapping approach in testing mediation models.
Hayes (2009) also demonstrated and encodrag®pting methods such as bootstrapping
instead of the traditional piecemeal approach for inferences about mediation effects. In this
context, there are several advantages can be obtained in using bootstrapping approach.

Preacher and Hayes (2Q08ated hat the main benefit of bootstrapping is ttiedre areno

specific assumptions concerning the form of the sampling distribution of the mediation effect
such as normality. It provides greater statistical power without assuming a normal sampling
distribution, compared with the Baron and Kenny approach. Bootstrapping further overcomes
the limitations of Baron and Kenny’s (1986) approach in that multiple mediators can be tested
simultaneously. Furthermore, the number of inferential tests in bootstraps isisathitihus
producing a more parsimonious analysis and reducing the likelihood of Type | errors
(MacKinnon et al., 2004; Buffardi &ampbell, 2008; Shrout & Bolger, 2002). However, this
approach has limitations. For example, one flaw is that it is based on random sampling from
the data set using bootstrapping procedures, each run of the program will engender different
estimates of the mediation effects and its standard error, and the lower and upper bound of the
confidence intervals will differ from run tawn (Preacher and Hayes, 2008). Another limit of
bootstrapping is that it can be intensive in calculation,tiaéthisis usuallyovercomeby the

speed of computer programmes (Haukoos & Lewis, 2005).

Though the maiocus of this thesis mediationanalysis, it is usefub clarify the difference

to moderation analysid/oderation analysis is widespread in applied psychology. It addresses
the situational factors that have an effect on the strength of the relation between two variables.
A moderation influence determines when or for whom a given relation exists between an
independent variable and a dependent variable (Baron & Kenny, 1986). The strength and

direction of the association betwettie independent and dependent varialiay rely on the
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value of a moderator variable. A moderator is a variable that changes the strength and direction
of the association between the independent variable and the dependent variable (MacKinnon,
2011). In generak moderator is an interveniagriable thamodifiesthe relationship between

two or more other variables (Dawson, 2014). Figure 4.4 depicts a simple moderation model.

Figure 4. 4 Simple moderation

M

Source: Hayes, (2013: 209)

4.12.45 Distinctions between mediation and moderation effects

The main distinction between mediation and moderation variables is that the mediation variable
determines a causal sequence in that a mediation variable stheaausal influence olhe
independent variable to th#ependent variable, whereasmoderatingvariable does not
determine a causal influence, only that the impact of independent variable to dependent
variable varies across levels of thederator variable. The mediation model in Figure 4.2 and
moderation model in Figure 4ilustrate the difference between these two models where the
causal sequence is depicted as arrows in Figureéodi2dicate a mediation effect. In the
moderation model in Figure 4.4, there is an interaction (XZ) that sigaifiesentidly different
relationship between independent and dependent variable at values of moderator variable but
there is nandirect effect of arndependent variable todeependent variable (Holmbeck, 1997;
MacKinnon et al., 2007).

Furthermore, moderation modsel based on the assumption that the moderator variable has
“non-significant, bivariate relationships with both the independent and dependeitlesii
(Shields & Shields, 1998: 51). In contrast, mediation postulates that the mediator variable must
has a significant relationship with both the dependent and independent variables. If the
mediator is not related to these two variables, one can conclude that tleareediation effect

(MacKinnon et al., 2002). Mediation answers the questions of how did it work or why a
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predictor variable influences an outcome variable, because mediation investigates the
mechanism by which the intemiag variable affects outcomes (Holmbeck, 1997; MacKinnon,
2011).

In addition, moderation may decrease or incretiee strendt of the association between
independent and dependent variable or it may changes their direction. However, when mediator
variables are entered into the model, the relationship betaremaependent variable and a
dependent variable may disappear (fulldm&on) or becomeweak (partial mediation)
(Namazi & Namazi, 2016).

4.13 ESTIMATION OF MEDIATION EFFECTS

For the purposes of the current study,stagistical significance of a mediation influence effect
was assessed primarily using bootstrapping in order to gain confidence sitervatlirect
effects. In addition, it was reinforced by performing the joint significance test of both path a

and b, in order to produce supportive evidence.

Many studies have explained the mechanism that generates mediation effects. For example,
Preacher and Hayes (203d0int out that mediation is a causal explanation and it is important

to be causally located between independent and outcome variables. In other words, it is
essentially in mediation that an independent variable affects a mediator. In turn, this mediator
affectsan outcome variable (Preacher Bayes, 2011). In this case, mediation or indirect
effects occur because tmeediator transmits the effect of amdependent variable to an
outcome variable in a causal sequence. Thus, the presence of indirect effects can be explained
by a model withtwo paths. First, the effect of andependent variable leads tareediator
variable. In parallel, the effect ofraedator leads to theutcome variable (MacKinnon et al.,
2012). That is, indirect effects occur if the independent variable exercises an effect on the
outcome variable via a mediator variabAecordindy, PA fairness has a direct effect on job
satisfactiontrust in management, affective and normative commitment. In turn, these four
mediators have a direct effect on organisational citizenship behaviour. This process
demonstrates that the relationship between PA fairness and organisational citizenship
behaviour is indirectly through set of mediators. In other words, job satisfaction, trust in
management, affective and normative commitment are considered as an important mechanism
that transmits the influence of PA fairness to organisational citizenship behaveuoausal

sequence.
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Drawing on the nature of the conceptual model where four mediators appeitiple
mediation was the primary analysis required. A process macro devised by Preacher and Hayes
(2008) was employed as it allows for the estimation of direct and mediation effects in multiple
mediator models. The rationale for the choice of statistical toBIR®§CESS Macro is that

they provide an advanced and effective mediation and moderation analysis even for more
complicated models, which themceptual model of this research is considered to be (Hayes,
2012). Furthermore, this technique is highly flexible in respethe@humber and complexity

of the mediation effects it can test (Preacher et al., 2007). In addition, bootstrapping does not
assime that the data must be normally distributed, it automatically absorbs any distribution by
drawing from that distribution to createnfidence intervals arourtde mediation effect. Thus,

it considered preferable over otl@ocedures (Preacher & Hayes, 2008).

Based on the work of several authors (Hayes, 2013; Pre@cHaryes, 2008; Hayes et al.,
2001), the research hypotheses were testeddghraultiple mediation analysisimg SPSS
version 22and, PROCESS v2.14. The Preacher and Hayes bootstrapping approach is widely
applied in social resear¢banaher et al., 2008jirschi, 2014;Lee et al., 2008; Oostlander et

al., 2014).

The mediation relationships can be depicted in the form of path disgfamllustrated in

Figure 45, the path diagram consists of eight constructs linked through arrows indicating
relationships between vables. For instance, procedufalrness (PF), distributive fairness

(DF) and interactional fairness (IF) are represented as independent variables at time one, job
satsfaction (JS), trust in management (TM), affective commitment (AC), normative
commitment (NC) are represented as mediator variables at time two, organisational citizenship
behaviour (OCB) igepresented as @ependent variable at time three. The path from the
independent variables at time one to the mediator variables at time two is represented by a
direct relationship. Mediator variables are then expected to have a direct relationship with
dependent variables at time three. It is hypothesised that emphoye attitudes, job
satisfaction (JS), trust in management (TM), affective commitment (AC), normative
commitment (NC) will mediate theslationship between procedufairness (PF), distributive
fairness (DF) and interactional fairness (IF) in performaameraisal and work behaviours,
organisational citizenship behaviour (OCB). In other words, the more individuals feel that they

have received fair appraisal by the organisation (T1) the more likely they are to show a greater
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degree of job satisfaction, suin management, affective and normative commitment (T2)

which in turn will lead them to engage in organisational citizenship behaviour (T3).

To evaluate mediation effects using bootstrapping, PROCESS Macreempaleyed. It
calculates the specific andtab mediation effect along with calculating biesrrected and
accelerated bootstrap confidence intervals of 95% (CI) for the indirect effect, with the number
of resampling being 5000. If zero is not contained between the lower and upper bound of these
intervals,a mediation effecis indicated Furthermore, the paths between the variables are
estimated using Ordinary Least Squares regression.

Figure 4. 5A Path Diagram of the Hypothesised Model

Time 1 Time 2 Time 3
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4.14 ETHICAL CONSIDERATION

Ethical issues were considered at all stages of this study. Before the data collection processes
began, ethical approval for the project was obtained from the Business School's Research
Ethics Committee. In addition, permission was obtained from the relevant banks to carry out
the survey. Participants were advised that participation in the survey was purely voluntary and
were informed that the data collected would be used only for the purpose of the research
objectives, which were aimed to meet the requirements of a PhD thesis. Data collection was
carried out from July to October 2014 and all participants were assured that the anonymity and
confidentiality of data would be guaraetd. Surveys were coded to ensure anonymity and
confidentiality. In addition, participants were informed that the collected data were to be used
solely for academic research and that no harm could come to them by release of their data to a

third party.

4.15 SUMMARY

This chapter has discussed and justified the research philosophy and methods adopted to
address the research aim and objectives. This study has follawmeditivist research
philosophy The deductive approach has been adopted because it establiftezsetical
framework from which research hypotheses have been formulated. Since testing hypotheses
requires uniformity in the data, a survey was used to collect Aasaquential design was
employed.The research procedures and techniques to arthlysiata obtained from this study

were discussed and the rationale for using them presented. The methods of testing mediation

effects were discussebh the next chapter, data from the surveys are revealed and analysed.
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Chapter Five: Data Analysis and Results

5.1 INTRODUCTION

This chapter begins with the sample characteristics and descriptive statisticvéoiahles.
Reliability analysisis reported andhe results of confirmatory factor analysis (CFA) are
presented. The results of the bootstrapping procedures with the hypotheses and the theoretical
model are examined, and the final results are provided fr@ruse of the process macro
program. Asummary table of the research hypotheses is displayed shaticig hypotheses

have been supported.

5.2 SAMPLE CHARACTERISTICS

This section presents the distribution of respondents in terms of their gender, age, position in
the bank, number of years worked at the bank, and educational level. A total of 620
guestionnaires were distributed of whi#thb questionnaires were returned, a response rate of
65.3%. Thirty six responses were eliminated due to incomplete data; participaritsiedhto
complete the questionnaire in Time 2 and TinamB8the sample size for testing the hypotheses
was 369 (59.5%). Table 5.1 shotie detailed nformation ofrespondentdy gender, age,

position in the bank, number of years worked at the bank, and educational level
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Table 5.1 Sample Characteristics of Respondents

Characteristics Frequency Percentage

Name of the bank:

Ankawa 42 11.4
Choli 55 14.9
Didawan 38 10.3
Harim 38 10.3
Industrial 30 8.1
Rasheed 57 15.4
Rafidain 59 16.0
Qalat 50 13.6
Gender:

Male 154 41.7
Female 215 58.3
Age (Mean 34.77

Std.Deviation 9.73

Position in thebank:

Junior 50 13.6
Middle 260 70.5
Senior 59 16.0
Educational level:

Secondary School 113 30.6
Diploma 122 33.1
Bachelors 119 32.2
Higher Degree 15 4.1
Number of years worked at the bank

Mean 9.66

Std.Deviation 8.78

5.3 DESCRIPTIVE STATISTICS

Table 5.2 shows the mean, standard deviation, mininmwjmum, skewness and kurtasis
Normality is the most important assumption in multivariate analysis. It refers to “the shape of
data distribution for an individual metric variable and its correspondence to the normal
distribution” (Hair et al., 2010:71). For this purpose, Skewness and Kurtosis measures were
used. Skewness assesses the symmetry of the distribution. A value more than zero indicates
that the distribution is skewed to the rigatvalue below zero indicates that the distribution is
skewed to the left. Skewness values ranging framo- +1 can be considered normally
distributed (McQueen & Knussen, 1999). The data can be represented as normally distributed
if the Kurtosis value raged from-1 to +1. If the Kurtosis value exceeded this range, it indicates
the data does not follow normal distribution (Oppenheim, 1992). In this research, Skewness
and Kurtosis statistics revealed that the data for each variable was found to be normally
distributed (see Table 5.2).
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Table 5.2 Descriptive statistics

Variable Mean Sd Minimum Maximum  Skewness Kurtosis

Independent Variables:

Time 1

Procedural Fairness 23.42 5.01 9.00 35.00 -.515 -.244
Distributive Fairness 13.84 2.92 4.00 20.00 -.949 1.194
Interactional Fairness  25.11  5.33 7.00 35.00 -.752 A74
Mediation Variables:

Time 2

Job Satisfaction 41.47 7.76 12.00 58.00 -.886 .993
Trust in Management  17.03  3.84 6.00 25.00 -.545 -.118
Affective Commitment 20.51 4.01 8.00 30.00 -.092 .168
Normative Commitment 16.56 3.97 5.00 25.00 -.434 -.004
Dependent Variables:

Time 3

Organisational Citizenship 53.78  7.89 28.00 70.00 -.370 -.498
Behaviour

5.4 RELIABILITY ANALYSIS

There are several different reliability caefénts (Coakes Steed, 200)( Debate focuses
around which the rability indicatoris the best, in order to enable the measures to be
acceptable (Baro& Kenny, 1986). Cronbach’s alpha (coefficient alpha) is the most popular
tool (Hair et al., 2010). Reliability was specified by Cronbach’s alpha, and construct validity
was assessed with CFA. The core of reliability analysis is the calculation of the
intercorrelations among items in a scdldinkin, 1998). A Cronbach’s coefficient alpha
estimate of 0.6 and 0.7 may be acceptable if other indicators of model construct validity are
good. This means that the same latent construct is consistently represehedlbsneasures

(Hair et al., 2@0). According to Nunnally (1978) alpha should be at |18240.

In this researchthe reliability of scales is assessed by means of the Cronbach alpha ranging
from 0.58-0.85 (Table 5.3). Affective commitment did not prove to be as reliable as normal
(0.58). However, some authors report that alpha vdlagveen 0.9.7 is considered as a
minimal acceptable requirement or good enough value to acknowledge that specific scale is
reliable (Bowling, 2002; Chakrapani, 2004, Schji®96).According to abovetudies data

can be reliably applied to examine the effect of performance appraisal fairness on employee
attitudes and behavioursurthermore, low alphtor affective commitment may be caused by

translation erragthatdistott the intended meaning of certain items
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Table 5.3 Reliability analysis

Construct Full Version Modified version
Items Cronbach’s Alpha Items Cronbach’s Alpha

Procedural Fairness 7 T7 7 0.77
Distributive Fairness 4 .66 4 0.66
Interactional Fairness 7 .81 7 0.81
Job Satisfaction 13 .81 12 0.82
Trust in Management 7 .57 5 0.69
Affective Commitment 6 .58 6 0.58
Normative Commitment 6 .62 5 0.71
Organisational Citizenship 14 .85 14 0.85
Behaviour

In Table 5.3, each value of alpha in the modified version is higher than 0.66 except for affective
commitment. Cronbach's alpha for affective commitment was 0.58, but was included in further
analysis. In order to increase the reliability, two items with item to total score correlation

were removed from trust in management, one item was removed from job satisfaction and one
item was removed from normative commitment. From Table 4.4, items 3 and 7 were removed.
From Table 4.3, item 9 was removed. From Table 4.5, item 1 was removed. Iltem removal is
common place after reliability testing to remove items that are not scored consistently and thus
which unsettle the reliability of a measure. It is theoretically safe because of the assumption of
item equivalencevhich means that since items are assumed to be theoretically equivalent in
the construct they are tapping into the removal of a small number of items from a measurement

scale does not affect the reliability with which the underlying consisuneasured

5.5 TEST OF MULTICOLLINEARITY

Multicollinearity is the evaluation of “the extent to which a variable can be explained by the

other variables in the analysis” (Hat al., 201Q093). Multicollinearity occurs when two or

more predictors have a strong correlation with the other predictors in regression model
(Tabachnick & Fidell, 2007). The occurrence of greater degree of multicollinearity is a result

Rl UHGXFLQJ WKH XQLTXH YDULD Q FHalte) 2xlLikcieeéiHigsthe&a\ HD F I
percentage ofhared expectation (Hair, et al., 2010). This signifies that multicollinearity

constrains the size of regression value and produces difficulty in grabpimyplanation of
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eachindependent variable (Field, 2009)uNicollinearity was assesség two mehods. First,

by inspecting the correlation between independent variables for correlations @B6ve
Second, through computing the variance inflation factors (VIF) and tolerance levels for the
variables(TOL) (Kline, 1998; Tabachnic& Fidell, 2007; Palint, 2010). Tolerance refers to

“an indicator of how much of the variability of the specified independent is not explained by
the other independent variables in the model, whereas VIF is the inverse ofrdreckffect”
(Pallant, 2010: 158). If the VIF is lower than 10 and the tolerance level is greater than 0.1, it
indicates that there is lomulticollinearity andt is not a serious problem (Hair et al., 2010).
The values of VIF obtained from the regression moateged from 1.775 to 3.320 (lower than
10),while TOL valuesvere betweef.3010.846(more than 0.1)which indicatesheabsence

of multicollinearity.

5.6 CORRELATION ANALYSIS

Pearson correlation was conducted in order to test the direction and magnitude of the
relationship betweeresearch variable@able 54). Correlations among variables arethe
expected directionAs shown in the table, PF, DF and IF were significantlgh positively
correlated with each other atide magnitude of the relationship among the three forms of
fairness was strong. This indicates that there is a good relationship among PF, DF and IF. Job
satisfaction, trust in management, affective and normatwnmmitment were significantly and
positively correlated with each othend the magnitude of the relationship among ¢hes
variables was relatively high. Howevéine magnitude of the relationship between affective

and normative commitment and organisadibocitizenship behaviour was relatively low.

The presence of losv than expectedorrelatiors amongsomevariables can be explained by

the data collection method. This research conducted a sequential design to collect data at three
time points across ghteen weeks. Data in cross sectional stualiescollected at single time
pointsand thdow correlation between affective and normative commitment and organisational
citizenship behaviour may be a consequesfdbe data collection methoAlso of interesin

the absenceof correlation between fairness dimensions and organisational citizenship

behaviour.
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Table 5.4 Pearson’s Correlatios

1 2 3 4 5 6 7 8 9 10
1- Age -
2- Years of 735% -
work
3- Procedural 122 .071 -
fairness
4-Distributive .029 .038 .656" -
fairness
5-Interactional .106 .032 755" 444" -
fairness
6- Job -.008 -.116 .224° 117 271" -
satisfaction
7- Trust in .032 -091 .315° .191" .345" .666" -
management
8- Affective 112 .073 .128 042 227" 463" .560" -
commitment
9- Normative .052 -.046 .218" .071 .250" .613" .444" 397" -
commitment
10 Organisational  -.040 -.002 .079 .086 .068 .300" .310" .235° .194" -
citizenship
Behaviour

**_Correlation is significant at the 0.01 leveH&iled).

*, Correlation is significant at the 0.05 leveltgled).

5.7 INDEPENDENT SAMPLE T-TEST AND ANOVA

An independent sampleédst was employed to highlight the main differences in the mean score
betveen two groups of variables (engale and female) and to evaluate the probability of these
groups being different. ésultsshowthat gender did not have a significant impact on research
variables, in riation to procedural fairness{alue = :75, p> .05), Distributive fairness-(t
value = :57,p> .05), interactional fairness\alue = :39,p> .05), job satisfaction-{talue = -
.34,p> .05), trust in managementv@lue = 1.57,p> .05) , affective acmmitment (tvalue = -
1.45,p> .05), normative commitment y&lue =-.30, p> .05), and organisational citizenship
behaviour(ivalue = 14, p> .05). hdependent sampleédst revealed that female employees
werenotsignificantly different in their scores to the male emplay@&éis justifiescombining

data from male and female employees into one sample for analysis.

A oneway analysis of variance (ANOVA) was employed to highlight the main differences in
the mean scorelsetweenmore than two groups of variablés.g. position in the banlkand
educational level)ANOVA did not show a statistical significant difference for the position in
the bank ANOVA did not show a statistical significant difference for the educational level in
the majority of variable. However, the findings revealed that educational level was a

significant differentiator for orgasational citizenship behaviouThe results of mean
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differences indicated that the mean score of employees holding higher degree was significantly
differentthan that of university degree, diploma and secondary school certificate. The results
indicated that organisational citizenship behaviour increases with an increase in educational
level. The findings suggest that the employees who have a higher quahfieag. PhD and
Mastes, were more inclined to engage in extra role behaviours than those who were less
qualified. Overall, it is apparent that educational level does not have a major effect on the
majority of variablesThis justifies combining data from different groups of respondents into

one sample for analysis

5.8 CONFIRMATORY FACTOR ANALYSIS (CFA)

Confirmatory factor analysis testghether measures of a construct are consistent with the
intended construdKline & Santor 1999) The aim of applying confirmatory factor analysis

is to present the association between the latent variables and their observed variables (items).
To assess the sufficiency of the measurement model for each va@&®eand SEM were

used. In order to determine the sufficiency of the model fit, goodness of fit statistics are
identified, compromising CAN TXDUH $ &RPSDUDWLYH )LW ,QGH[ &),
(IF1), Normed Fit hdex(RMR), Root Mean Square Error of Approximation (RMSEA), kka
Information Criteion (AIC). According to the research model depicted in chapter 3, CFA was
applied to examinéhe nodel measurement which involvethe latent constructs. The main
function for testing the model is to identify the goodrefsdit between the sample data and

the measurement model. EM T X D Uwhasubed to compare the observed covariance matrix
with the theoretiddy proposed covariance matrix. A naignificant chisquare indicates no
statistically significant difference between the actual covarianceixmatd the proposed

model.

The present research involves three latent variables: procedural fairness (PF), distributive
fairness (DF), and interactional fairness (IF). There are four latent variables for employee
attitudes:job satisfaction (JS), trust in management (TM), affective commitment (AC), and
normative commitment (NC). There @ne latent \ariable for organisational citizenship
behaviour (OCB).

According to (Hair, et al., 2010) five observations for each estimated parameter is a minimum
recommended sample level for the estimation of SEM which this study exceeds. The
examination of each latent variable is displayed belable 55 presents the fit indices. For

more details, see Appendix 3
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5.8.1  Confirmatory factor analysis for procedural fairness

The original procedural fairness model is a single factor model of seven items. The fit statistics
indicated that the procedural fairness model does fit the data adequately as indi¢gtel by

.93; IFI=.93; IFI= .91; RMSEA=.09). Although the etgquare value was significarmi<.05),

it is commonly accepted thtdte modified model can be judged on the basis eéghare as it

LV VHQVLWLYH WR VDPSOH VL]H Eé&hBiy Xo\rdicsiekasighifiddnt WL P D W
probability level in large samplg§&chumacke& Lomax, 2010). Thus, other fit statistics, CFl,

IFI, NFI and RMSEA, were used to assess the goodness of the model fit.

Table 5.5 Fit indices of CFA for research variables

Model $ df NFI IFI CFlI RMSEA
Procedural fairness 5425 14 91 .93 .93 .09
Distributive fairness 6.20 2 .97 .98 .98 .08
Interactional fairness 86.86 14 .88 .90 .90 A2
Job satisfaction 170.79 54 .83 .87 .87 .08
Trust in management 10.02 5 97 .98 .98 .05
Affective commitment 9163 9 .64 .66 .65 .16
Initial

Affective commitment 3445 7 .86 .89 .89 10
Modified

Normative commitment 4723 5 .87 .88 .88 A5
Initial

Normative commitment 3.15 4 .99 1.00 1.00 .00
Modified

Organisational citizenship 19.11 65 .86 .89 91 .07
behaviour
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5.8.2 Confirmatory factor analysis for distributive fairness

The measurement model of distributive fairness is a single factor model of four items. The
measurement estimation of the distributive fairness model does fit the data very well as
indicated by: the significantché TXDUH ILW $ value =0.05. Th8-other fit statistics
indicates that the model is acceptable (CFI=.98; IFI= .98; NFI= .97; RMSEA=.08)e§his
indicaes that the model is saturaiadthe data fitvery well,see hble 55.

5.8.3 Confirmatory factor analysis for interactional fairness

The original interactional fairness model is a single factor model of seven items. The results
indicated that the motiét the data adequately andetrthe minimum recommended threshold
values (CFI= .90; IFI= .90; NFI= .88; RMSEA=.012hdvalue ofchi-square vala was still
significant <.05) because of its sensitivity to large samptese Bble 55.

584 Confirmatory factor analysis for job satisfaction

The original job satisfaction model was a single factor model of thirteen items. The
measurement model fitke data adequately as indicated by the fit indices CFlI= .87; IFI= .87;
NFI= .83; RMSEA=.08). Thisesult indicate that the model was saturated and fit the data
well. The value of chéquare value was still significarp<.05) because of its sensitivity to
large samplesSeeTable 55.

5.8.5 Confirmatory factor analysis for trust in management

The measurement model of trust in management was a single factor model of five items. The
model fitsthedata very well as indicated blyenon-significantchi-vVTXDUH ILW $

p-value =.08. Tk other fit statistics indicatbat the model is acceptable (CFI= .98; IFI= .98;
NFI=.97; RMSEA=.05)See Table 5.

5.8.6  Confirmatory factor analysis for affective commitment

The original affective commitment model is a single factor model of six items. The initial fit
statistics indicata that the affective commitment model was very poor fit and did not meet the
requirement oénacceptable model as indicatedtbe significantchiVTXDUH ILW $
p-value = 0.00. The other fit statistics revealed that the model was not &tedQiBl= .64;

IFI= .66; NFI= .65; RMSEA=.16). Thus, further examinations are necessary to modify the
model. The items AC3, AC4, and AC5 may have covariances that were not fully explained by

the affective commitment constructs. A way of determirtivese effects was to correlate the
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measurement errors associated with these items. Aftanmngigthe CFA to assess model fit,

the results indicated that all the fit indices improved and the modified model fit the data well.
The results of the modified model affective commitment indicated a fit between the model
and data (CFI= .89; IFI= .89; NFI= .86; RMSEA=.10). Due to the sensitivity esqumre to

large samples, the value was significarttus, other fit statistics, CFI, IFl, NFI and RMSEA,
were used to assess the goodness of the model fit. This result indicates that the modgled

is satrated, so the fit is well, seable 55.

5.8.7 Confirmatory factor analysis for normative commitment

The original normative commitment model is a single factor model of five items. The initial fit
statistics indicated that the normative commitment model was very poor fit with the data and
did not meet the requirement of arceptable model as indicated the significant chsquare

ILW % -value = 8.000. The other fit statistics revealed that the meadgInot
acceptable (RMSEA=.15Thus, further examinations are necessary to modify the model. The
items NC3 and NC4 may have covariances that were not fully explained by the normative
commitment constructs. A way of determinthgse effects was to correlate the measurement
errors associated with these items. Afteruaning the CFA to assessodel fit, the results
indicated that all the fit indices improved and the modified modelthig data well The
modified model indicated a fit between the model and data (CFl=[EBO1.00; IFI= .99;
RMSEA=.00;chir VT XDUH $ p-value =.53) This result indictes that the model is
saturated and the fit is goggkee Bble 55.

5.8.8 Confirmatory factor analysis for organisational citizenship behaviour

The original organisational citizenship behaviour model was a single factor model of fourteen
items. The measurement estimation of the organisational citizenship behaviour model does fit
the data adequately as indicated by the fit indices: the fit statistics revealed that the model was
acceptable (CFI=.91; IFI= .89; NFI= .86; RMSEA=.03ge Rble 55.
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5.9 HYPOTHESIS TESTING

The present research investigatiee effect of performance appraigalrnesson empbyee
attitudes and behaviours. Basedthe research aims, twellngpotheses were developed for
testing. The hypotheses are concerned with examining the mediating role of job satisfaction,
trust in management, affective comment and normative commitmenh the relationship
between procedural fairness, distributive fags, and interactional fairnemsd organisational
citizenship behaviourBootstrapping procedures developkey Preacherand Hayes were
conducted to test indirect effeadf independent varialdeon dependent variatdehrough
multiple mediator variablesThe bootstrapping results are provided in the Appendd).2(
Fairness perceptions atbe independent varialstejob saisfaction, trust in management,
affective commitment, and normative commitment are the mediating variables; organisational
citizenship behaviour ithe dependent variables. Tabl8 presents the summary of the results

for all hypotheses

Hypothesis 1: Job satisfaction mediates the relationship between R performance
appraisal and organisatonal citizenship behaviour.

Bootstrapping analyses calculates 95% confidence intervals by placing all of the estimates in
sequence from lowest to highest and identifying the two values that constitute the lower and
upper 2.5% in the interval limits. If tH85% confidence interval does not contain zero, the
indirect effect is statistically significant and mediation demonstrateelbootstrapping results
indicated that the direct effect of procedural fairness of performance appraisal dt time
RUJDQLVDWLRQDO FLWL]J]HQVKLS EHKDY Lp=X660D MovwtAe®?H ZDV
the indirect effect of procedural fairness of performance appraisal on organisational citizenship
behaviour througla mediating effect of job satisfaction was statistically significant. Table 5
shows that the confidence interval tbe indirect path does not include zero. Based on the
95% bootstrapping CI, the total inditeeffect through job satisfaction was statistically
VLIJQLILFD®IWIS5% Cl = .005-133. The significance of the path a, the effect of
procedural fairness (IV) attmeRQ MRE VDWLVIDFW L RAQ p<005)and path P H
b, the effect ofob satisfaction (M) at time 2 on organisational citizenship behaviour (DV) at
WLPH 0, p<.05) reinforces this significant indirect effect of procedural fairness. Details
of the product of coefficient results for Paths a and b are availablepanéiix 2(A) The

results revealed that job satisfaction fully mediated the relationship between procedural fairness

of performance appraisal and organisational citizenship behaviour.
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The results suggest that PF affects organisational citizenship behduabwnly indirectly,

through job satisfaction. However, Baron and Kenny (1986) proposed four conditions to
establish a mediation effect, the precondition of mediation is that the independent variable
should be related directly to the outcome variablethoeit technique has been criticised. For
instance, Preacher and Hayes (20itiicate that a direct association between independent
variable and outcomes variable should not be a requirement in the mediation analysis because
the meliation is a causal exghationand it is important that the mediator is causally located

between independent and outcome variables.

Moreover, Shields et al (2000) argued that an indirect model to test the effect of the independent
variable on the outcome variable through a mediating influence is a significantly better fit the
data than the direct model. According to Bollen (1989) tlhelehof indirect influences can
contribute to answering essential questions that are not addressed by investigating the direct
influences and thus the direct influences can lead to a misleading impression of the impact of
anindependent variable on antaome variable. Othsr(Shrout& Bolger, 2002) argue that a
relationship between independent and outcome variables is not necessary, if the process of
mediation is theoretically distal. Hence, this research endorses prior studies relating to the
preconditionof mediation, and shows the influence of PF on organisational citizenship

behaviour is not exercised directly, but explicated logically by job satisfaction.

Hypothesis 2: Trust in management mediates the relationship between PBf

performance appraisal and organisational citizenship behaviour.

Bootstrapping results indicated that the direct effect of procedural fairness of performance
DSSUDLVDO DW WLPH RQ RUIJDQLVDWLRQDO FLWL]JHQVKLS
.036,p = .660). However, the indirect effect of procedural fairness of performance appraisal

on organisational citizenship behaviour throughediating effect of trust in management was
statistically significant. Table.6 shows that the confidence interval for thdirect path does

QRW FRQWDLQ, Pl Bl = .026 1204). So, the path from procedural fairness of
performance appraisal to organisational citizenship behaviour through trust in management is
statistically significant. The significance of thelpat the effect of procedural fairness (IV) at

WLPH RQ WUXVW LQ PDQDJHPHQW O DW WLPH 2, p<.0
PDQDJHPHQW 0 DW WLPH RQ RUJDQLVDWLRQD23FLWL]HQ

p<.05) confirms this sigficant indirect effect path. The results revealed that trust in

125



management fully mediated the relationship between procedural fairness of performance

appraisal and organisational citizenship behaviour.

Hypothesis 3: Affective commitment mediates the relationship betweerPF of
performance appraisaland organisational citizenship behaviour.

Bootstrappingndicated that the direct effect of procedural fairness of performance appraisal
DW WLPH RQ RUJDQLVDWLRQDO FLWL]JHQVKLS EHXKDYLRXU
.660). However, the indirect effect of procedural fairness of performance issbpos
organisational citizenship behaviour throwamediating effect of affective commitment was
statistically significant. Table.6 illustrates that the confidence interval ftine indirect path
does not include zero. Based on the 95% bootstrappinth€total indirect effect through
DILTHFWLYH FRPPLWPHQW ZDV VW3B,VOL% W L+ DEBA3E). Mhel QLILF D
significance of the path a, the effect of procedural fairness (IV) at time 1 on affective
FRPPLWPHQW 0 DWW, wW.DH&hd path b, the effect of affective commitment

0O DW WLPH RQ RUJDQLVDWLRQDO FLWL]HQObB)SUPoESHKD Y LR
a significant indirect effect of procedural fairnesBhe results indicatahat affective
commitment fully mediated the relationship between procedural fairness of performance
appraisal and organisational citizenship behaviour.

Hypothesis 4: Normative commitment mediates the relationship betweefPF of

performance appraisal and organisational citizenship behaviour.

Bootstrapping indicated that the direct effect of procedural fairness in performance appraisal
DW WLPH RQ RUJDQLVDWLRQDO FLWL]J]HQVKLS EHKDYLRXU
.660). However, the indirect effect of procedural fairness of pednce appraisal on
organisational citizenship behaviour throughediating effect of normative commitment was
statistically significant .Table.6 shows that the confidence interval fbeindirect path does

QRW FRQWDLQ®9,]99% 1 = .002097). So, the path from procedural fairness of
performance appraisal to organisational citizenship behaviour through normative commitment

is statistically significant. The significance of the path a, the effect of procedural fairness at

time 1 on normative cBPLWPHQW D W 3)Mk.B3 and path b, the effect of normative
FRPPLWPHQW DW WLPH RQ RUJDQLVDWLRQREPFIBWL]HQVK
reinforces this significant indirect effect. The results detected that normative commithyent fu
mediated the relationship between procedural fairness of performance appraisal and

organisational citizenship behaviour
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Table 5.6 Bootstrap Results for the Indirect Effect of PF on Organisational Citizenship
Behaviour through Job Satisfaction, Trust in Management, Affective Commitment, and
Normative Commitment

Bootstrapping (BCa 95% CI)

Mediators Path  Coefficient SE t p Mediation
Indirect Lower Upper
Effect
ax b (SE)
a .346* .079 4.340 .000
Job b .170* .067 2.518 .012 Yes
Satisfaction Direct -.036 .082 -.441 .660
.0597(.031) .005 .133
a .242* .038 6.359 .000
Trust in b .423* .140 3.033 .003 Yes
Management Direct -.036 .082 -.441 .660
.102(.045) .026  .204
a .102 041 2.475 .014
Affective b .351* 109 3.231 .001 Yes
Commitment Direct -.036 .082 -.441 .660
.036 (.019) .008 .086
a .173 .040 4.284 .000
Normative b .226* 111 2.035 .043 Yes
Commitment Direct -.036 .082 -.441 .660

.039 (.023) .002 .097
Notes: BCa = bias corrected and accelerated, Cl = confidence interval, SE= standard error, p<.05.

Hypothesis 5: Job satisfaction mediates the relationship between D&f performance

appraisal and organisational citizenship behaviour.

Bootstrapping indicated that the direct effect of distributive fairness of performance appraisal
attime 1on RUJDQLVDWLRQDO FLWL]JHQVKLS EHKDYLORKU DW W
=.163). However, the indirect effect of distributive fairness of performance appraisal on
organisational citizenship behaviour throughmediating effect of job satisfaction wa
statistically significant. Table.Bshows that the confidence interval fbeindirect path does

not include zeroBased on the 95% bootstrapping ClI, allowing us to conclude distributive
fairness of performance appraisal has an effect on organisatioreship behaviour through

MRE VDWLYVIDF WWBWLREQ=.001155). The significance of the path a, the effect of
GLVWULEXWLYH IDLUQHVY DW WLPH11,R.Q5)MrR patti b, \Wée &f IDFWLF
effect job satisfaction at time RQ RUJDQLVDWLRQDO FLWL]JHQVKLS EHKI
p<.05) reinforces this significant indirect effect. The results revealed that job satisfaction fully
mediated the relationship between distributive fairness of performance appraisal and

organsational citizenship behaviour.

127



Hypothesis 6: Trust in management mediates the relationship between DFof

performance appraisal and organisational citizenship behaviour.

Bootstrapping indicated that the direct effect of distributive fairness in perforrappcaisal

DW WLPH RQ RUJDQLVDWLRQDO FLWL]JHQVKLS HKDYLRXL
=.163). However, the indirect effect of distributive fairness of performance appraisal on
organisational citizenship behaviour throughmediating effet of trust in management was
statistically significant. Table.Bshows that the confidence interval tbeindirect path does

not include zeroBased on the 95% bootstrapping ClI, allowing us to conclude distributive
fairness of performance appraisal has an effect on organisational citizenship behaviour through
WUXVW LQ P D QD0 8bReHCQA020233). Furthermore, the significant findings for

SDWK D WKH HIIHFW RI GLVWULEXWLYH IDLUQHVV1IDW WLPHF
p<.05) and path b, effect of trust in management at time 2 on organisational citizenship
EHKDYLRXU DW W LpR.B5) suppor a3Significantindirect effect via trust in
managemeniThe results indicated that trust in management fully mediated the relationship
between distributive fairness of performance appraisal and organisational citizenship

behaviour

Hypothesis 7: Affective commitment mediates the relationship between DFof

performance appraisal and organisational citizenship behaviour.

Bootstrapping revealed that the direct effect of distributive fairness of performance appraisal
DW WLPH RQ RUJDQLVDWLRQDO FLWL]JHQVKLS HKDYLRXL
=.163). The results also indicated that the indirect effect ofiloigive fairness of performance
appraisal on organisational citizenship behaviour throaghediating effect of affective
commitment was not significant. The confidence interealthe indirect path in dble5.7
includes]JHUR 0, 95% (@P5-087), so the path from distributive fairness in
performance appraisal to organisational citizenship behaviour through affeativeitment

is not significantFurthermore, the nosignificant findings for path a, the effect of distributive
fairness at time RQ DIIHFWLYH FRPPLW B&]6x\a5) Did/ ndw mé&eHthe
requirement of mediation. However, path b, the effect of affective commitment at time 2 on
RUJDQLVDWLRQDO FLWL]HQVKL $<Db) kvBsYsigRificant, oMy di/ haP H
exert a mediation effect. Thus, affective commitment was not found to mediate the relationship
between distributive fairness of performance appraisal and organisational citizenship

behaviour.
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Hypothesis 8: Normative commitment mediates the relationship between DFof

performance appraisal and organisational citizenship behaviour.

Bootstrapping revealed that the direct effect of distributive fairness of performance appraisal

at time 1 on organisational citi | HQVKLS EHKDYLRXU DW WLPH pZDV QR)
=.163). The results also indicated that the indirect effect of distributive fairness of performance
appraisal on organisational citizenship behaviour throaghediating effect of normative
commitment was not significant. The confidence interval foritk@ect path in &ble5.7

includes |HUR 2, 95%.@6=093), so the path from distributive fairness of
performance appraisal to organisational citizenship behaviour through norneetiretment

is not significant. Furthermore, the neigmificant findings for path a, the effect of distributive
IDLUQHVY DW WLPH RQ QRUPDW LOYHpFIB)PddLAot i) the DW W L
requirement of mediation. However, path b, the effect of normative commitment at time 2 on
RUJDQLVDWLRQDO FLWL]HQ VKL $<Db) kvBsYsigRificant, oMy dil/ haP H

detect mediation. The indirect effect was not significant, thus rejecting the indirect
relationships between distributive faigse of performance appraisal and organisational
citizenship behaviour through normative commitment.

Table 5.7 Bootstrap Results for the Indirect Effect of DF of Performance Appraisal on

Organisational Citizenship Behaviour through Job Satisfaction, Trust in Management,
Affective Commitment, and Normative Commitment

Bootstrapping (BCa 95% CI)

Mediators  Path  Coefficient SE t p Mediation
Indirect Lower Upper
Effect
axb (SE)
a .311* 138 2.254 .025
Job b .170* .067 2.518 .012 Yes
Satisfaction Direct .192 137 1.38 .163
.053(.037) .001 .155
a .251* .068 3.724 .000
Trust in b .397* 137 2.886 .004 Yes
Management Direct .192 137 1.38 .163
.010¢(.053) .020 233
a .058 .072 0.808 .420
Affective b .351* .108 3.249 .001 No
Commitment Direct .192 137 1.38 .163
.020 (.027) -.025 .087
a .097 071 1.367 .172
Normative b .230* 109 2.102 .036 No
Commitment Direct .192 137 1.38 .163

022 (.022) -.006 .093
Notes: BCa = hias corrected and accelerated, Cl = confidence interval, SE= standard error, p<.05.
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Hypothesis 9: Job satisfaction mediates the relationship between l6f performance

appraisal and organisational citizenship behaviour.

Bootstrapping indicated that the direct effect of interactional fairness of performance appraisal

at time 1 on organisational cititgVKLS EHKDYLRXU DW WLPH ZDV VWDWL
-.081,p=.299). However, the indirect effect of interactional fairness of performance appraisal

on organisational citizenship behaviour throumgmediating effectof job satisfaction was
statistically significant. Table.8 shows that the confidence interval for thdirect path does

not include zero. Based on the 95% bootstrapping ClI, it is concluded that the indirect effect is
significant, thus interactional fairness of performanceapal has an effect on organisational
FLWLIHQVKLS EHKDYLRXU WKURXJK MR B45)DWelsignificnitel R Q

RI WKH SDWK D WKH HIIHFW RI LQWHUDFWLRQDO3DLUQHVYV
p<.05) and path b, the effect job satisfaction at time 2 on organisational citizenship behaviour
DW WL P H 3, p<.05) confirms aignificant indirect effect. The results revealed that job
satisfaction fully mediated the relationship between interactional fairnessrimirmpance

appraisal and organisational citizenship behaviour.

Hypothesis 10: Trust in management mediates the relationship between |Bf

performance appraisal and organisational citizenship behaviour.

Bootstrappingndicated that the direct effect of interactional fairness of performance appraisal
DW WLPH RQ RUJDQLVDWLRQDO FLWL]JHQVKL-SOBpWKDYLRXU
0.299). However, the indirect effect of interactional fairness of perfmcenappraisal on
organisational citizenship behaviour througimediating effect ofrust in management was
statistically significant. Table.8 shows that the confidence interval tbeindirect path does

QRW LQFOXGHO,]9% K] = .031218).Based on the 95% bootstrapping ClI, it is
concluded that the indirect effect is significant, thus interactional fairness of performance
appraisal has an effect on organisational citizenship behaviour through trust in management.
The significance of the path, the effect of interactional fairness at time 1 on trust in
PDQDJHPHQW D WOWLIS}Hand path b, the effect of trust in management at time 2

RQ RUIJDQLVDWLRQDO FLWL]HQV K LE.0B)HKMiNE Bskhificeritv W LPH
indired effect of interactional fairness. The results indicated that trust in management fully
mediated the relationship between interactional fairness of performance appraisal and

organsational citizenship behaviour.

130



Hypothesis 11: Affective commitment mediates the relationship between [fof

performance appraisal and organisational citizenship behaviour.

Bootstrapping indicated that the direct effect of interactional fairness of performance appraisal
at time 1 on organisational citizenship behaviour at time 3@&W VL JQ L-.D#ADPS W
0.299). However, the indirect effect of interactional fairness of performance appraisal on
organisational citizenship behaviour throwamediating effecof affective commitment was
statigically significant. Table B shows that the confidence interval fbeindirect path does
QRW FRQWDLERD, P9 BRI = .024121). Based on the 95% bootstrapping Cl, it is
concluded that the indirect effect is significant. So, the path from interactional fairness of
performance appraisal to organisational citizenship behaviour through affective commitment
is statistically significant. The significance of the path a, the effect of interactional fairness at
time 1 on affective commitment at tim H 67,p<.05) and path b, the effect of affective
FRPPLWPHQW DW WLPH RQ RUJDQLVDWLR@BDpFISWL]HQVK
reinforcesa significant indirect efct of interactional fairness. The results demonstrated that
the affectve commitment was found to mediate the relationship between interactional fairness

of performance appraisal and organisational citizenship behaviour.

Hypothesis 12: Normative commitment mediates the relationship between IFof
performance appraisal and organisational citizenship behaviour.

Bootstrapping indicated that the direct effect of interactional fairness of performance appraisal
DW WLPH RQ RUJDQLVDWLRQDO FLWL]J]HQVKL-SOBpKDYLRXU
0.299). However, the indirect effect of interactional fairness of performance appraisal on
organisational citizenship behaviour throughediating effect ohormative commitment was

statistically significant.

Table 58 shows that the confidence interval toe LQGLUHFW SDWK GRHV QRW F
.045, 95% CI =.004102. Based on the 95% bootstrapping ClI, it is concluded that the indirect
effect is significant. So, the path from interactional fairness of performance appraisal to
organisational citizengh behaviour through normative commitment is statistically significant.
The significance of the path a, the effect of interactional fairness at time 1 on normative
FRPPLWPHQW D 86,W.0F &hd path b, the effect of normative commitment at time

RQ RUIJDQLVDWLRQDO FLWL]HQ V Kk.B5)Ekhtomoesa fgKiticamrtWw W LPH
indirect effect though normative commitment. The indirect effect was significant, thus the
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relationships between interactional fairness of performance aglpaisl organisational

citizenship behaviour is fully mediateéhrough normative commitment.

Table 5.8 Bootstrap Results for the Indirect Effect of IF of Performance Appraisal on
Organisational Citizenship Behaviour through Job Satisfaction, Trust in Management,
Affective Commitment, and Normative Commitment

a .394* .073 5.396 .000
Job b .173* .067 2.569 .011 Yes
Satisfaction Direct -.081 .078 -1.039 299
.068(.035) .004 .145
a .249* .035 7.047 .000
Trust in b .442* 139 3.174 .002 Yes
Management Direct - .08l .078 -1.039 299
.110(.047) .031 218
a .167* .038 4.372 .000
Affective b .355* 110 3.242 .001 Yes
Commitment Direct -.081 .078 -1.039 299
.059(.025) .021 121
a .186* .038 4.947 .000
Normative b .241* 111 2.163 .031 Yes
Commitment Direct -.08l .078 -1.039 299

.045(.025) .004 102
Notes: BCa = bias corrected and accelerated, Cl = confidence interval, SE= standard error,

p<.05.
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5.10 SUMMARY

This chapter has presented the statistical analyses freeguential study design. All 12
hypotheses have been analysed and presented. A significant medfathwa$ found for the
mediator variables (job satisfaction, trust in management, affective commitment, and
normative commitment) on the relationship between performance appiarsedssand
organisationatitizenship behavioudob satisfaction and trust fully mediated the relationship
betweenprocedural, distributive and interactional fairness of performance appraisal and
organisational citizenship behaviodre results alsindicatethat affective and normative
commitmentfully mediated the relationship between procedaral interactional fairness of
performance appraisal and organisational citizenship behaviour. Contrary to expectations, this
study did not find a mediation effect of affectmenormativecommitment on the relationship
between distributive fairness of performance appraisal and organisational citizenship

behaviour.

Table5.9 Summary of HypothesiTesting

Research Hypothesis Results
PF(T1) 5 JS(T2) OCB (T3) Supported
PF(Tl) —> TM(T2) OCB (T3) Supported
PF(Tl) —> AC (T2 OCB (T3) Supported
PF(T1l) ———> NC(T2) OCB (T3) Supported
DF (T1) ——> JS(T2) OCB (T3) Supported
DF (T1) —> TM(T2) OCB (T3) Supported
DF (T1) ———> AC (T2 OCB (T3) Not supported
DF (T1) ———> NC (T2 OCB (T3) Not supported
IF(T1) —> JS(T2) OCB (T3) Supported
IF(M1) —> TM(T2) OCB (T3) Supported
IF(T1]) ——> AC(T2) OCB (T3) Supported
IF(T1) ———> NC(T2) OCB (T3) Supported
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Chapter Six: Discussion and Conclusions

6.1 INTRODUCTION

The aim of this research is to investigate whether employee perceptions fafirRéss
influence job satisfaction, organisational commitment, trust in managemeotrganisational
citizenship behaviour. These variables were examined from a fairness perspective in order to
understand their influence on employee job attitudes and behaviours. The research gathered
data on the basis of a sequential design at thre¢spa time from employees working in the

public banking sector itragi Kurdistan.

Most hypotheses were supported @hs chapter explagand discusss the findingsin the

first section, theelationship betweeRA fairnessandemployee job attitudes is discussed. In
the second section, the relationship betwgsn attitudes and organisational citizenship
behaviouris provided. In the third section, the mediating impact of job attitudes on the
relationship between PAairness ad organisational citizenship behaviois discussed.
Furthermore,the theoretical and practical implications of this stutg offered. Finally,
limitations of the studyand directions for further research are described and conclusions are

summarized.

6.2 SUMMARY OF THE KEY FINDINGS

The findings revealed that both PF and IF of PA have a low to moderate relationship with job
satisfaction, trust in management, affective and normative comntitiewever, DFhas no
significant relationship with affgive andnormative commitment.aob satisfaction, trust in
management, affective and normative commitment have a low to modseditenship with

organisational citizenshipehaviour

The empirical evidence supports the majority of the research hypo(iedike 5.9). A
summary of the research objectives as mapped onto the key research hypotheses is shown in
Table 6.1.The findings indicate that the thréems of PA fairness increase organisational
citizenship behaviour through mediators job satisfaction, trust in management, affective and
normative commitmentlypothesisednediationrelationships are outlined as follows. In the

first hypothesised relatiahip, job satisfaction fully mediated the relationship between PF, DF

and IF and organisational citizenship behaviour. In the second hypothetaenhship trust

in management fully mediated the relationship between PF, DF and IF and organisational
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citizenship behaviour. In the third relationshyoth affective and normative commitment fully
mediated the relationship between PF and IF and organisational citizenship bebattodir

not mediate the relationship between DF and organisational citizdvediawiour.

The findings revealed that Hairness wa$inked to organisational citizenshigghaviour, but

only indirectly,througha mediating role played by several mediator variables. In other words,
PF, DF and IF are related to job satisfactionsttin management, affective and normative
commitment, except fothe relationship between DF and both affective and normative
commitment which is not significant. In turn, job satisfaction, trust in management, affective
and normative commitment arelated to organisational citizenship behaviour. This finding
demonstrates the presence of indirect effects between PA fairness and organisational
citizenship behaviour through a causal relationships depicted in two main paths. The first path
is the influence from PAairness to mediator variables and the second patreigfluence

from these mediator variables to organisational citizenship behaviour. That is, PA fairness has
a direct influence on job satisfaction, trust in management, affective and normative

commitment which in turn lead to organisational citizenship behaviour.

6.3 THE RELATIONSHIP BETWEEN PERFORMANCE APPRAISAL FAIRNESS
AND EMPLOYEE ATTITUDES

PA fairnesshas alow to moderateaelationship withjob attitudeswhich indicates that PA
fairnessfostess employee work outcomes. Mgn an individuakxperiencegairnessin their
performance appraisathey also demonstratgob satisfaction, trust in managememtd
organisational commitment. THiedingssupportprior studieson the relationship betwe&®A
fairnessand employegob attitudes Thus, employees would probably feel meedisfaction,

trust and commitment, due to the relevant advantages arising from perceiving fairness in
measuring performancelob attitudes are enhanced when employgesceive their
performance appraisals as fair and equitable. The following sections discuss the fimdings

them.
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6.3.1 The relationship betweenprocedural fairness of performance appraisal and
employee attitudes

Resultsshowtha PF of performance appraisal has a low to moderakationship withjob
satisfaction, trust in management and organisational commitment in the lpartitiog sector

in Iragi Kurdistan. This indicates that PiFperformance appraisal is #al factor in increasing
anindividual' s work outcomesndis congruentwith pastreseach (Cropanzano et al., 2002;
Hartmann& Slapnicar, 2009; Cheng, 2014; YamazakiY&on, 2012). These results are
inconsistent wittstudies which found that fairness of performance appraisal procedures has no
influence on organisational commitment (e.g., McDoweFl&tcher, 2004 This is discussed

further in section 6.3.3.

6.3.2 The relationship between distributive fairness of performance appraisal and
employee attitudes

This study found that DBf performance appraisal is associatgth job satisfaction and trust

in managementout not strongly This result illustrates that individualgho havedesirable
perceptions ofhe conduct ofperformance apprais#thatareseen to be fair and equitable in
terms of anyevaluation relevantpay increase, promotion, or other administrative action
regarding the rating process, are likely to refalnsatisfaction and trust in management. This
finding is consistentvith prior studiesincluding (Chory& Hubbell, 2008 Lira, 2014; Sparr

& Sonnentag, 2008; Tangy SarsfieldBaldwin, 1996),which found that DFhasa positive
impact on increasing empleg job satisfaction and trust. Beeresultdlustrate the importance

of DF in performance appraisal.

Conversely, DF did not havea significant relationshipwith affective and normative
commitmentgcontrary topreviousstudiesandcontrary to theory. According to Adams (1965)
individual perceptions of fair outcomes can be formulated by comparing job rewards to
contributionsto the work. Wien employeesiew their performance evaluatiom®ncerning
outcome distribution as fair andflext actual performance, thexhibit positive job attitudes
such as higher organisational commitment. However, this conwadretsultfits with some
previous studies, which indicated that 08 not related to organisational commitment
(McDowell & Fletcher, 2004). In this regard, the present study introducpselaninary
recommendation that managers in the Kurdish working context must be equitable in

distributing the rewards or any other payments during thprBéess.
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Konovsky and Cropanzar(@991)showed that PFnot DF, predicted affective commitment.

This result is in linewith the results ofhepresent study thaévealed PFnot DF is related to
affective and normative commitment. This contraryuieis similar to Lau and Ogér012)

and McDowell and Fletchef2004) who found that DFhad no influence on organiséonal
commitment. Lau and Og¢€2012) showed that most of the influencdddf on organizational
commitmenis indirectly through job satisfaction. This finding illustrates the ingoace of PF

in performance appraisal in the context of banking amdmgruent with the notion that PF

but not DF, is correlated witlanindividual’s commitment(Konovsky& Cropanzano, 1991).

The current research also clarified the importance of fairness perceptions of performance
appraisalprocedures in predicting organisational commitmeéitd and Tyler (1988, 179)

noted that’ organizational commitment, loyalty and work group cohesiveness, are strongly
affected by procedural justice judgments. Fair procedures, we hypothesize, are a critical aspect

of the quality of work life, and are weillgh essential to good employemployee relatioris

6.3.3 The relationship betweeninteractional fairness of performance appraisal and

employee attitudes
Findings revealed thdE is related tgob satisfaction, trust in management and organisational
commitment.When employees perceive unfair treatment during the performance appraisal
process, they are likely to have a lower level of job satisfaction, trust in management and
organisational commitmenCheng 2014; Lira, 2014; Selvarajan &loninger 2012; Swiercz
et al., D12) IF enhancesfavourable workattitudes such as joBatisfaction, trustin
managemenand organisationatommitment. This resukbupports the view that employees
were satisfied with their jobs, moteising in management and committed to the bank as a

result of fair interpersonal treatment received during the performance appraisess.

This finding is in accordance with saali exchange theory (Blau, 1964)his theory explains

the effects of fairness perceptions on exchange bdraefiksand employeesm the short and

long term, and providesufficient information to explicate what variables are affected by
dimensions of performance appraisatness. Employees use their perceptions of performance
appraisalfairness to exchange the benefits with the bank in the form of social exchange
relationships. From the bankjsoint of view, the benefits are depicted as employee work
outcomes which contribute to enhance the bapki$ormanceFrom the employee point of
view, the benefits are depicted as well designed and fair performance apgsagall as
providing adequaterganisationasupport. Consequently, employees have more willingness to
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exhibit positive outcomes when they receive fair appraisal comprisingPP&ndIF offered

by their managers. According to social exchange theory (Blau, 1964), social interaction at work
affects employee job attitudes. Accordingly, bank policies meephasize howo maintain

and maximise social exchange relationshgiuring interactiors between managers and

employees.

The findings indicated that the three forms of fairness have different edfedtzan be best
understood in the settings of the cultural construct of Kurdistan Region. Prior studies indicate
that the impact of fairness on a wide range of work outcomfes difross cultures (Shao et al.
2013). For instance, resehrsuggests that PF is more stigragsociated with work outcomes

in Wesern samples while DF is more strongly associated with work outcomes in Eastern
samples (Pillai et al., 2001). However, #tady revealed med support for the influences of
fairness forms on work outcomesnéiings showthat IF was more related to job satisfaction
than PF and DAF was more related to affective and normative commitment than PF. DF was
not related to affecte and normative commitment. As mentioned above, the importance of IF
over PF and DF can be explained by reference to the nature of Kurdish culture. Kurdish culture
is consideredas a higkcontext culture, where the people in Kurdish society always strive to
maintain direct interactiaamong then{McKay, 2011) Kurdish culture emphasisstrong
relationships in the community and enhances cohesion. It focusses on personal and family
visits, conversationand other tools of communication in their interaction as a vehicle to
promote and develop sociebhesion. Furthermore, the presence of different effects also can
be understood by referring to the other possible explanation, namely the religiousohature
Iragi Kurdistan. Many verses in Quran emphaggness in th context of work relationships

and encourage Muslims to embrace fairness and avoid personal interests or other
considerations in their interactions with others within personalaandork (Tlaiss, 2015).
Accordingly, the study suggests the existence déligious and cultural fabric which may
potentially influence the relationship between fairness forms and work outcomes and thus

create different effect&:or moredetails, see section 2.3.4 in chapter two.

As noted above, conducting fair performance appraisalding three types of PF, DF and IF
appears to generate and enhance positive job attitudes. Together, the results of this study show
that perceptions of PF, DF and IF are kgyuts to individuakvaluations of the quality of their
exchange relationships with their organisations. The link between the aspects of fairness and
outcome variables is grounded in social exchange relationships (Masterson et al., 2000). The
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perception of unfair appraisalay lead ¢ lower job satisfaction, trust amémmitment, while

the perception of performance apprafa@iness will contribute to ensure the greater degree of
job satisfaction, trust and commitment. Hence, the findings provide evidence that dimensions
of PA fairness are an important determinant in enhancing positive employee attitudes in the

workplace

6.3.4 The relationship between performance appraisal fairness andrganisational

citizenship behaviour
Contrary to previous studies, no significant relationshigs found between fairness
dimensions of performance appraisal and organisational citizenship behaviour (Daly et al
2014; Elanain, 201CFassina et al., 20081astersoret al., 2000) This research founthat
fairness dimensions have no direct relatiopswith organisational citizenship behaviour,
unless indirectly through job satisfaction, trust in management and organisational commitment.
However, Baron and Kenny (1988)ggested four conditions to establismediation effect,
the precondition of mediation is that the independent variable needs to be associated to the
dependent variable. Testing mediation effects (Bardfe&ny, 1986) has been criticised by a
number of witers over the years. Preaclard Hayes (2011), for example, point db&ata
significant correlation betweean independent variable anddapendent variable should not
be a requirement in mediation analysis because the mediation process is a causal explanation,
and it is important that the mediator is causally located between fmredicd outcome
variables. In other words, it is essentially in mediation thahdependent variable affesca
mediator, which in turn affectdependent variables (Preacl&rHayes, 2011). Moreover,
Shieldset al (2000) argued that an indirect model to test the effect of the independent variable
on the dependent variable througmeadiating influence is a significantly better fitttee data
than the direct model. This is discussed further in chapterdeation 5.9).

The indirect effects help to clarify the composite results yielded by previous studies and
develop a betteunderstanding of the influence of performance appraisal fairness. According
to Bollen (1989) the model of indirect influencean contribute to answering essential
guestions that are not addressed by investigating the direct influandethus the direct
influencescan lead to a misleading impression of the impact of performance appraisal fairness
on employee work behaviourshigresult is consistent with Hall (2008) who indicated that the
research variables are associated indirectly rather than directly through mediating variables.
Other researchefShrout& Bolger, 2002) arguthata relationship between independent and

depeardent variables is not necessary, if the process of mediation is theoretically distal. Hence,
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this research endorses prior studies relating to the precondition of mediation, and shows the
influence of performance appraisal fairness on employee behawours exercised directly,

but explicated logically by the set of mediators job satisfaction, trust in management and
organisational commitment. In particular, the findings indicate that fairness dimensions of
performance appraisal influence job satisfagtitrust in managemerand organisational

commitmentwhich, in turn, influence organisational citizenship behaviour

6.4 THE RELATIONSHIP BETWEEN JOB SATISFACTION, TRUST IN
MANAGEMENT  AND ORGANISATIONAL COMMITMENT  AND
ORGANISATIONAL CITIZENSHIP BEHAVIOUR

Findingsare discussed in lin@ith the assumptions of social exchange theory (Blau, 1964).
The results support the assumptionkich suggestthat employeesare more likely to
reciprocatein order to discharge their obligations toward the organisation. fihkdengs
indicate that employees who are satisfied with their jobs, show greater trust and commitment

to the bank as a result of receiving fairness in their performance appraisals.

Consistent with previous research, job satisfaction had a moderate strong relatiatiship
organisational citizenship behavigaly et al., 2014; Nguni et al., 2006; Paillé et al., 2015;
Seser& Basim, 2012)Job satisfaction affects the pubiank and its members in an effective
way. For example, when there is a high level of job satisfaction, employees have desirable
anticipations regarding cooperative contributions, because of high perceptions of performance
appraisal fairness and good quastycial exchange relationship. Hence, job satisfaction has a
significant implication in increasing employees’ citizenship behaviour in the banking sector in
Iragi Kurdistan.

Trust in management wasoderatelyrelatedto organisational citizenship behaviolrust is
considered an important vehidier understanding how individuals experieriag treatment

in the workplace and how their reactions affect the organisation and build gnesttéKickul

et al., 2005). The findings shothat employegwith high levels of trusare more likely to
display cooperative contributions and increase their willingness to engage in extra work beyond
normal duties. This result is in line wiBuai et al. (2012), Brower et al. (2008), Katou (2015),
Zhu and Akhtar(2014), who found that trust contributed to a higher level of organisational
citizenship behaviour. Based on the norm of reciprocity, employees who feel that they have
received fair treatment are expected at some undetermined time in the future tgdibemar

obligation tovard the organisation (Gouldn&960). Accordingly, employees who believe that
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their performance appraisal system is fair are more likely to feel a higher level of trust and thus
employees reciprocate to their partner, the bank, by engaging in organisational citizenship
behaviour as a form of social exchange. This sustaid increasethe exchange relationship
between the employee and the bamkust in management has key role in promoting

citizenship behaviour in the publmnking sector in Kurdistan.

This finding differs from Yang and Mossholder (2010) who revealed no significant association
between trust and organisational citizenship behaviour. Mayer and Gavin (2005) also found
that trust in top management did not directifiuenceorganisational citizenship behaviour,

but only indirectly, through ability to focus

Thefindingsrevealedthat affective and normative commitment have a telationship with
organisational citizenship behaviour. This finding is relatively close tospadies(Farzaneh

et al., 2014; Wané& Wong, 2011; Yang, 2012; Zay&¥tiz et al.,, 2015pnd suggest that
employees expefitom their bank a variety of advantages such as fair treatment and others that
engender a sense of loyalty. Thereby, employesseghibit cooperative contributions,

particularly contributions comprising extra role behaviours.

The connectiorbetween aganisational commitment and organisational citizenship behaviour
can be explained based on the assumptions of social exchange theory guided by the norm of
reciprocity As mentioned earlier, the norm of reciprocity is the essential idea stdrehimgl

the link between organisational commitment and organisational citizenship behaviour. The
assumption of reciprocity states that empley@bo havdeen treated fairly by theemployer

will reciprocate this fair treatment through cooperative contributions that will benefit their
social exchange partner (Chen et al., 200gpanzano & Mitchell, 2005Qrgan, 1988;
Zeinabadi& Salehi, 2011). In this regard, an employee who believeshbatgerformance
appraisal system is fair and reflects their actual performance is prone to reciprocate this fair
treatment by building an emotional attachment and a sense of belonging. Thereby, the
employee is likely to be more committed to helping thekba ways that support its
achievementleading to increasing their contributions such as organisational citizenship

behaviour

Both affectiveand normativeommitmentvererelated to organisational citizenship behaviour
but not strongly These findingsare differ from Rodriguez Rosa (2003) who found that
affective commitment had the strongest signifigatdtionship with organisational citizenship
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behaviour in comparison with other commitment components. Timgimg implies that
employees are ready to exert extoée behaviour and remain with their bank based on their
psychological attachment, instead of normative feslofgbligation. This supports the idea
Meyer and Allen (1990dhat affective commitmens moreinfluenced by the nature of one's

job experiences than normative or continuance commitment

The findings support the notion that job satisfaction, trust in managemdebmmitment
connecto organisational citizenship behaviamndsuggests thafurdish managememrtsures

that job practices foster work attitudes as one of the main organisational goals in order to
encourage employeds deliver desirable behaviours by enhancing performance appraisal

fairnessto createa better quality exchange relationship

6.5 THE MEDIATING EFFECT OF JOB SATISFACTION

This study proposed that job satisfaction medidgke relationship between performance
appraisalfairnessand organisational citizenship behaviour. These relationships would exist
indirectly through job satisfaction. The findingse consistentwith social exchange (Blau,
1964). The role of job satisfaction as a mediator of the relationship between perfermanc
appraisalfairness and organisational citizenship behaviour indicated that positive work
behaviours can appear in a contextwhich social exchange capturdge quality of good
employee relationships (Konovs&yPugh 1994). $cial exchange arttienorm of reciprocity
explain and predict the indirect effect of appraisal fairness components on organisational

citizenship behaviour.

With regard to organisational citizenship behaviour, the study showsdtiation influence

of job satisfaction on the relationship between PF,andIF and organisational citizenship
behaviour. The findings indicate that fairness perceptions projmiotsatisfaction and this
would develop more desirable feelswf employees with their jokend in turn, organisational
citizenship behaviour to reciprocatair appraisal. This implies that the employee who
perceivestheir bank adair and accurate in the enactment of formal procedures and the
allocation of rewards andhe quality of the interpersonal treatment received otbrer

administrative action in relation to their performance appraisals is more satighieteir job.

Many researchers have described mediation nsdtat can used to have a clear understanding
of the indirect effects. Mediation refers to process that reflects a chain reaction beginning with

an independent variable that causes a mediator variable and which, in turn, causes a dependent
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variable (Collins et al., 1998). Organisational research assumeshtiediator actsa transmit

the influence of amdependent variable todependent variable in a causal sequence. In this
sense, the mediation effects stem from existing two main paths. First, the influence of an
independent variable leads tanadiator variable, which iturnleads to thelependent variable
(MacKinnon et al., 2012). Accordingly, mediation effects occur when the independent variable
exerts a particular influence on the dependent variable through a potential cause of mediator
variabke (Preacher & Hayes, 28)) Applying these assumptions to the study findings, PF leads
to job satisfaction, trust and commitment. In, turn, these variables lead to organisational
citizenship behaviour. This mechanism illustrates that the indirect effects can ocqy via
satisfaction, trust and commitment which they played a prominent role in transmitting the
influence of PA fairness to organisational citizenship behaviour in a causal sequaace
discussed further iohapter four (section 4.12.4).

The resuls supportthe hypothesis that job satisfaction has a mediating influbeteeenPF

and organisational citizenship behaviour. iRffuences organisational citizenship behaviour
through job satigfction. The findings illustratehat when employees perceive PA procedures

as fair they will be satisfied with their jobs. Furthermore, when employees feel higher
satisfaction their willingness and readiness to demonstrate organisational citizenship
behaviour was enhancetdhese resultare in accordancwith previous studiegNadiri &
Tanova 2010;Thurston& McNall, 2010;Zeinabadi& Salehj 2011)thatfound a significant
influence of PFon organisational citizenship behaviour indirectly throuwgmediating
influence ofjob satisfaction That is,PF has a direct influence on enhance job satisfaction,
which in turn leads to demonstrate organisational citizenship behauothis sense, the
present study demonstrates that employees beinefit fair procedures in performance
appraisal system arate likely to deliver organisanal citizenship behaviour because they

feel satisfied with their jobs. However, in a matalytic path analysis involving the predictors

of organisational citizenship behaviour, Fassina et al. (2008) showed that the influence of PF
on organisational tizenship behaviour did not occur through job satisfaction. Their study
suggested that a certain aspect of job satisfaction such as supervisor satisfaction or pay
satisfaction may mediate some relationship betweenaR®i organisational citizenship

behaviour.

With regard to DF, the finding suppstthe proposition that job satisfaction medsatiee
relationship between D&nd organisational citizenship behaviowairges in the allocation of
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rewards duringperformance appraisgirocesswill engender a felg of obligations to
reciprocate this fair distribution by displaying organisational citizenship behaviour. This
suggests that indirect exchange of mutual benefits would come from the social exchange
relationship between the bank and the individwaherethe act of reciprocation plays a
prominent role in mediating thelationship (Flynn, 2005). Thisnding supports the idea that

DF is an important determinant of job satisfaction, and enhancing organisational citizenship
behaviour is an essential consequence of job satisfaction. Therelsatigfaction exerts a

vital role to mediate the link between Dd#¥ performance appraisal and organisational
citizenship behaviour. This finding parall¢i&atof Nadiri and Tanova (2010), who found that
thelink betweerDF and organisational citizenship behaviour was mediated by job satisfaction
Accordingly,employees who perceii@F would increase their work outcomes and strengthen
the exchange relationships. Henb€,is an important ariable inenhancinggempbyeeattitudes

and behaviours, which is a function of interactions of social relationships between banks and

employees.

The findings also demonstrateal positive relationship betweerlF and organisational
citizenship behaviour through job satisfaction. Tilisstrates that employees will shgab
satisfaction when they perceive their banks areificér performance appraisal context, which,

in turn, contributes to citizenship behaviour. As a result, employees resgéraytdisplayng
higher levels oextra effort, because the social exchange relationship committed them to fulfil
their obligations towardthe bank. his study found that job satisfactiduly mediateghe
relationship betweeil= and organisational citizenship behaviour. Previous studies provide
evidence of the sameelationship (Nadiri & Tanova, 201Q) The result illustrates the
importance of positive attitudinal respoase enhancingextra role behaviour, as a result of
conducing IF in performance appraisal. That is to say the indirect influesfcé in
performance appraisal on organisational citizenshipawebr through job satisfaction

facilitates performance in the publizanking sector in Kurdistan.

Together, taken theskndings showthat job satisfaction fully mediatethe relationship
between PF, DF and b6 performance appraisal and organisational citizenship behaviour
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6.6 THE MEDIATING EFFECT OF TRUST IN MANAGEMENT

This research examined the potential mediatedfect of trust in management on the
relationship between fairness perceptions of performance appraisal and organisational
citizenship behaviourThe outcome based on the assumption in the model, that mediation
involves two distinct contributions, one fraitme influence of fairness perceptions on trust in
management, the second from the influence of trust in management on organisational
citizenship behavioulPrevious research demonstratest organisational fairness linked to
organisational citizenshigpehaviour througha mediating effect of trust (Ertirk, 2007,
Tremblay, 2010; Wong et al, 2006).

The research findings in terms of the first two paths stimvexistence of a link between
performance appraisal fairnessid trust in managementhis supposd the notion that
employees will exhibit a higlevel of trust in their management when they percgfagrness

in their performance appraisaMoreover, findings in terms of tle@condpathshowthat trust

in management ipositively related to organisational citizenship behaviour. Basesboial
exchange theory (Blau, 1964)prducting fair appraisal contribstdo higher trust in
management. In parallel, employees who trust their management are committed to exercise
social exchange in order to fulfil their obligaticarsd aresubsequently more willing to perform

extra effort.

The findings suppothe hypotheses that each of PF, DF ankadga significant link with trust

in management. Furthermore, at the second pailgnificantrelationship was found between

trust in management and organisational citizenship behaviour. All these indirect effects were
positive, trust in management was found to fully mediate the relationship between performance
appraisal fairness andganisational citizenship behaviour. That is to say, the influence of
performance appraisal fairness comprising PF, DF andnlForganisational citizenship
behaviouiis indirectly througha mediating role ofrust in management. This results sisole
important role plagdby trust in the relationship between employer and employee. Improving
trust may reduce the effect that a negative decision taken by the organisation has on employees
(Hopkins and Washington, 2006). Accordingly, enhancing orgtoied citizenship
behaviour is an important consequence of trust in management. Moreover, performance
appraisal fairness is an important antece@éntust in management. Thesultsare in line

with prior researctasLehmannWillenbrock et al. (2012) showed that the influences cbRF

organisational citizenship behaviour were mediated by trust. Similarly, Yang (@0a0)
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showed that trust has a mediation effecth@relationship betweeupervisoryPFand helping
behaviour at work. Wu et al. (2011) revealkdt trust mediated the links between perceived

IF and organisational citizenship behaviour. There is considerable evidence demonstrating that
all dimensions of organisational fairness comprising PF, DF aacklihked to orgarsational
citizenship behaviour through mediating effect of trust (Ertirk, 2007; Katou, X0abg,
2012;Zeinabadi &Salehi, 2011).

Previous research hasparted that fairness dimensions differinfluencing employee work
attitudes and behaviour. FanstanceKonovsky and Pugh (1994) indicated that trust played a
mediating role orthe influence of PFon organisational citizenship behaviour, loid not
mediate the influence @F. Their results suggest that BFa more@mportant determinant than
DF in predicting organisational citizenship behavioline findings indicatehat PF and DF
almost have same size of effect on organisational citizenship behaviour through trust.

Thus,the hypothesis, that trust in management has an important role in the route between
dimensions of performance appraisal fairnasd organisational citizenship behaviour, was
substantiate. In other wordsPF, DF and IRndirectly influencedorganisational cizenship
behaviour through mediating rotd trust. In this regard, the significant meditational chain

from fairness perceptions performance appraisal to organisational citizenship behaviour via
trust in management is congruent with the aggtions of acausal relationshipased on the

norm of reciprocity. This research endorses the notion that when employees perceive their bank
as being fair in the implementation of formal procedures, allocation of outcomes and
interpersonal treatment in relation to regformance appraisal process they will slamreater
degreeof trust in their management, which in turn employees will reciprocate by displaying
positive work behaviougain, performance appraisal fairness is a crucial variable in fostering
employeework outcomesWhen there is a high level of fairness in performance appraisal,
employees attitudes will be affected positively and employees will have high trust, which is in
turn important in playing a key role in organisational citizenship behaviour. Consequently,
bank management need to focus on how employees manage their emotions through an

interactions with their managers.
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6.7 THE MEDIATING EFFECT OF ORGANISATIONAL COMMITMENT

The resultssupport themediation effectof organisational commitment on the relationship
between performance appraisal fairness and organisational citizenship behavtosistudy,
there are chain relationships which reflect two path processes. One efr@rgte influence

of fairness perceptionen organisational commitment, the second from the influence of
organisational commitment on organisationdizenship behaviour. There is considerable
evidence demonstrating that Pérnessaffecs organisational citizenship behaviour positively
through the mediating role of organisational commitment (Demir, 2011; Guh et al, 2013,
Meierhans et al, 2008; Park&rKohimeyer, 2005).

The findings in terms of the first pgtinovide evidence that PF andH&ve a significant impact

on affective and normative commitnite This implies thaivhen employees perceive their
performance appraisals are fair and equitable they are more prone to irerezgmal
attachment and belonging to their bankeTsecond patdemonstrate that affective and
normative commitment arpositively associated wittorganisational citizenship behaviour
This shows the important position of affective and normative commitaseah antecedetd
performance appraisal fairness, which are reciprodgtedganisational citizenship behaviour.

In this sense, higperformance appraisal fairness contrésuto organisational commitment
that translatemto increasing citizenship behavio@onsequently, employees with hilgivels

of commitment perform orgasational citizenship behaviour (Colquitt & Greenberg, 2003;
Cropanzano & Mitche]l2005; Lavelle et al 2009) The findings reveathat affective and
normative commitment have a full mediation effectlmmrelationship between PF andaliikd
organisational citizenship behaviour. This result demonstrates the existence of a positive chain
of effect, deriving from the positive influence of performance appraisal fairness on
organisational commitment and subsequently the positive influence of organisational
commitment on organisational citizenship behaviour. According to this reasdnoag be
concluded that the implementatiohfair appraisal among employees would normally lead to
enhanceemployee commitment toward their banks and this m@ament has employee

specific outcomes in form of organisational citizenship behaviour.

This finding isconsistent with earlier studies such as Heslin and VandeWalle (2208)le
et al. (2009)LehmannWillenbrock et al. (2012)Zeinabadi and SalehQ11)which found
that organisational commitment and its dimensions mebetigeen both PF and f&irness

and organisational citizenship behaviour. This finding differs from Paré and Tremblay (2007)
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who found no mediation effedf affective commitmentmthe relationship between RiRd
organisational citizenship behaviour. On the other hand, the finding difftensHerda and
Lavelle (2011)who found that organisational commitment was not a mediator between
organisational fairness and organisational citizenship, but the relationship was through
meditational chain reflectinthe path of perceived organisational support and organisational

comnitment.

The results did nadupportthe proposition that affective and normative commitment mediate
the relationship betweddF of performance appraisal and organisational citizenship behaviour
and inconsistent with pastesearch(Yang 2012). The failue of affective and normative
commitment to mediateetweerDF and organisational citizenship behaviour is due to the non-
existent relationship between @R both dimensions of organisationammitmentandthis
result is inconsistent with the view of salcexchange relationshipWhereas the findings of
prior studies reported positivedirect influence of DFon organisational commitment (e.qg.,
Magner et al, 1994; Sholihi& Pike, 2009)the present studjound this influence non-
significant. Although affective and normative commitment mediated the relationship between
PF and IFand organisational citizenship behaviour, tlieg¢ not mediate the relationship
betweenDF and organisational citizenship behaviolihese different results are explained

above in section 6.3.3.

Findingsindicate that PF, DF and B performance appraisal lead to job satisfaction, trust in
management and organisational commitment, except the relationship betweamdDF
organisational commitment, and these variables have employee spatifietnes in the form

of organisational citizenship behavioufhus, job satisfaction, trust in management and
organisational commitment appearplaya vital mediating role orthe relationship between
performance appraisal fairness and organisational citizenship behavioupurbtiodbanking

sector inlragi Kurdistan.
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Table 61 Summary of research objectives mapped onto the research hypotheses

Research Objectives

Summary of Research Hypotheses

1- To examine the mediating impact of job satisfact
on the relationship between performance apprg

fairness and organisationatizenship behaviour.

ibfypotheses 1, 2 and 3 were statistically significant and thus accepted. The f
demonstrate thajob satisfaction exerted a mediating role on the relation
between PF, DF and IF of performance appraisal and organisational citiz

behaviour.

2- To examine the mediating impact of trust

Hypotheses 4, 5 and 6 were statistically significant and thus acceptdthdihgs

citizenship behaviour.

ndings

enship

management on the relationship between performpdeeonstrate that trust in management exerted a mediating role on the relationship
appraisal fairness and organisational citizeny between PF, DF and IF of performance appraisal and organisational citizenship
behaviour. behaviour.
3- To examine the mediating impact of organisatigridl/potheses 7, 8, 11 and 12 were accepted. Hypotheses 9 and 10 w
commitment on the relationship between performarstatistically significant and thus not accepted. The findings demonstrat
appraisal fairness and organisational citizeng affective and normative commitment exerted a mediating role on the relationship
behaviour. between PF and IF of performance appraisal and organisational citiz
behaviour. However, affective and normative commitment did not play a mediating
role on the relationship between DF of performance appraisal and organisational
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6.8 RESEARCH CONTRIBUTIONS

6.8.1 Theoretical Contributions

This research makeseveral contributions to the literature BA fairness. First, this study is

one of fewto examine the influence of Plairness on employee attitudes and behavioues
Kurdish work settingandis the first to integratall three aspects of performance appraisal
fairness into a model witivork-related outcomes. Indeedtle attention has been devoted to
individual employee perceptions of Réirness in the literature. The study has endeavoured to

fill a research gap and provigew empirical insights particularlg the domain of perforance
appraisal fairnes§ his can expand the knowledge base in botHdess and workrelated
attitudes.Conducting performanceparaisals in ways that employesee as fair is important

in enhancing positive job attitudes and behaviéaitness dimesions of PAhave a positive
impact on job satisfaction, trust in management, affective and normative commitment.
Moreover, these four attitudes have a positive impact on @a@gnal citizenship behaviour.

In other words, job satisfaction, trust in management and the two dimensions of organisational
commitment act as a mediator between these relationships. Consequently, the findings are in
accordance with social exchange theory and previous studies regardiiagyri®&s— work
outcomes and through the proposed theoretical model extend empirical results that link
appraisal fairness with employee attitudes and behaviours (Byrne et al., 2012; Cheng, 2014;
Konovsky& Pugh 1994; Elanain, 2010).

Second, this study contributes to a richer and deeper undergfaridhe causal relationships
betweenPA fairness and aspects of employee work behaviour, and how fairness functions to
affect important outcomes for organisatiamshe Kurdish context. Ais research employed a
mediation modethatincludes multiple mediators in assessing outcome relationships, which
has distinctive implications because it contributes to enhance the understanding of causal chain
relationships between a set of variables. Little research has investigated the indirect effect of
PA fairness on organisational citizenship behaviour in a model with multiple intervening
variables It is important to investigate indirect effects particularly with multiple mediators in
order to understand hotlhiey impacton the work context. fere is an important contribution

for studies that investigate indirect effects as suggested by Bollen (1989, p. 376), “the indirect
and total effects can help to answer important questions that are not addressed by examining

the indirect effects”. This gtly is one of fewo examine the indirect influence of Réirness

150



on organisational citizenship behaviour through mediating influenceof job satisfaction,

trust in manag®aent, and organisational commitment. The findings fjap in the research of
performance appraisal fairness tlsathe lack of empirically investigate on irttte mediating

role of job satisfaction, trust in management, affective and normative commitment in the
relationships between dimensions of Révness and organisational z#nship behaviour.
Thus, it appears that those four attitudes play an important role in explaining the aua€ome

PA fairness.

Third, a useful contributionis to studythe Kurdish culture and working conteXhe large
majority of people in Iragi Kurdistan are Kurdish Muslin@ultural values in Islam are
considered as componswf thelslamic living system which emerg&om Islamic principles.
Adhering to Islamic values caaffect the beliefs and attitudes of employees of PA fairness.
Many verss in Quran emphasdgairness in tkb context of work relationshi@nd encourage
Muslims to embrace fairness and avoid personal interests or other considerations in their
interactions with others within personal and organisational levels (Tlaiss, 20ft4¥ regard,
perceivingfair treatmentn anlislamicworking contextMuslims are attainingoodtreatment
This study obtains empirical evidence from an undsearchedulture and working context
taking into account the fact that plior studies oPA fairness have taken place in thvest. It

is the first that deals with Pfairnessandtheirrelationships with employee work attitudes and
behaviours in theublic banking sector in Kurdista'he study suppo#dd theories in the
context of Kurdish culture, whickxtend previous studies on Pfairness and workrelated

outcomes.

Fourth, assessment of the mediator variables pertai the measurement of orgatisnal
commitment.This studyhasinvestigated affective and normative commitment independently.
Research has not usualtwestigatedwo dimension®f commitment simultaneously despite
the multidimensionakonceptualistion of organisational commitme(Rarker& Kohlmeyer,
2005; Lamber& Hogan, 2008; Elanain, 2010; HerdaL&velle, 2011). A richer and better
understanding of the organisational commitmentowtcomes relationships requires a
simultaneous investigation of all three dimensi¢af$ective, normative and continuance) of
organisational commitmentin this respectfocusing on two dimensionsf commitmentis
useful in explaining the influences of organisational commitrasrthestudyshowsthat the

mediating influence of organisational commitmeniesby dimensions.
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In addition, the absence @f mediatingrole for affective and normative commitment in
mediating the relationship between DF and organisational citizenship behaviostisii
does not necessarissociatevith some types of employee attitudes suclafésctive and
normative commitment ia Kurdish working contextCultural differences have implications
for revealingcontrary resultsThis provides an insight which needs more investigation in future

studies.

Fifth, another significant contribution of this study is the methodological tool that it uses to
detect mediatioeffects inmanagement research. This study useelgaential design among a
representative sample of Kurdish employees. This methothbadility to determine how
employees react to performance appraisal fairness at the workplace by examatimgstaps

over time This helpsto decrease the degreeaoimmon method bias in measuring mediation
effects because the sequential design redtiiesisk (Podsakoff et al., 2003). This study
contributes by serving as a good example of using sequential design as a data collection method

to decrease risk of bias in research on mediation.

Furthermore, in regard to mediation analysis, this research is one of few studies to use
bootstrapping by applying PROCE&&cro software to assess indirect effects. Adogrtb
Preacher and Hayes (20QBere is too little research that ubeststrapping technigseo test
mediation influences and the present study Heseby using bootstrapping as a “superior”

technique to mediation analysis (Preacher & Hays, 2008).

6.8.2 Practical Contributions

The findings have important practical implications for Kurdish managearahtfor those
planning to invesin the banking seor in KurdistarRegion The findings provide insights that
are particularly relevant to the formation of employees' perceptions f#ifP&ss to managers
in public banksand with recommendations for positive joddatedattitudes and behaviours.
The lack of attention to Pfairness can cause many different problems for managers.

The current research suggests that how public banks in Kurdistastraired fosters
perceptions of PAairness. Banking in KurdistaRegion benefited from considering the
implications of decision making on employees' perception of appraisal fairness. Employers
should pay more attention to the dimensions ot enhance favourable work attitudes and
behavioursManagers must increase and maintain procedare®nducting failPA to obtain

positive outcomes.
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High levebk of PA fairnessare related to a number of benefits. Agrness increasegob
satisfaction, trust in management aodyanisational commitment increase, which in turn leads

to increasedrganisational citizenship behaviour. The practical implications are to increase
these favourable work attitudaad behaviourandfocus on increasintpvels of PA fairness.

Thus, treating employees withhigh level of fairness in their performance appraisalsiead
morepositive workrelated outcomest is especially important for bank mangergsramslate

these findings into actions through following strategies in organisational setlihggs
contibutes to a better understanding of the requirements for strong social exchange
relationships and contribute to inform bank management about which practices should be

employed for this purpose.

The present study hamportant implications for the public banks in KurdistRegion
regardinghow the implementation of the fairness in Bystens can have significant impact

on employees’ attitudes and behaviours. Accordingly, Kundishagenentshould seriously

look at thér PA in such a way that the raters are motivated to providexfgiraisals, as the

latter playa vital role in motivating and inspiring employees. This study may be instructive to
organisational leaders in helping them understand more clearly the advantages of conducting
fair evaluations and the most key outcartteat emerges from applyingSpecifically,Kurdish
managemenivantingto enhancea variety of job outcomeshould begin with improving PA
fairness Managerscan help to maximise and maintain superior social exchange process by
offering fair appraisal systesrand should be cognizant of the mediatingluence of job

satisfaction, trust in management, and organisational commitment.

The present study may help international banks working in KiamlRegionto refine and
maintain their human resource practices and leadership training to develop a more appropriate
culture that is consistent with Kurdish culture. In light of this, International banks can conduct
similar research in other countries that could assist them effectively cultivate a more productive
corporate culture in different working context/nderstanding the differences of the concept

of PA fairness work attitudes and behaviours between different countries may help facilitate
diversity training and may contribute to improve the quality of trade transactions between
countriesShao et al. (2013) show that the effect of different forms of fairness on a wide range
of employee outcomediffer acrosscultures.Past studies have shown that PF is more strongly
associated with work outcomes in Warst countriesvhile DF is more strongly associated with
work outcomes in East countries(Pillai et al., 2001)Moreover,there is a probability that
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cultural normssuch as religion can impact on respondents’ responses to faitnessdy
conductedby Tlaiss (2015) on working context dominated by Islamic culture, demorsstrate

that Islam puts the emphasis on the three aspects of fairness, and it urges managers to show
procedural, distributive and interactional fairness in their dealings with employees. According

to theIslamic Work ethic, jolrelated goals are deemedaaeethical commitment that should

be fulfilled even in thebsence of fairness (Khan el al., 2015).

Cropanzano et a2007) showedhat organisational fairness can benefit both organisation and
employee Similarly, a high level of work attitudes and behaviours can serve to benefit the
employees. For example, job outcomes influemsckicing stress, increasing wbging and

morale, and can lead gpeater recognitioand reward (Podsakoff et al., 2009).

Skaricki and Lathmar(2005) point out that training in organisational fairness will contribute

to promote employees perceptions of fairness in the workplace. This kind of training can be
used tagive bank managers’ practice at communicapegformance information ia sensitive
mamer. Among the topics of fairness are individuals’ performance measures, principles of
dignity and respect, diminishintpe differences between actual and expected performance
rating. These courses can help banks to emapagers with the key skills reged to enhance

fairness in the work environment

The findings promote the notion of mutual reciprocity as the centre on which a social exchange
based employment relationship revawand the consequecitallenges for banks to manage
mutual reciprocatioreffectively. Managersshould conducperformance appraisals in ways
that employees see as fairorder to use theras a currency or manner to influence employee
job-related attitudes and behavioutss important to direct the Kurdish managenetention

to the importance of the mutual reciprocal in the social exchange relationships. This is because
fair treatment of employseengendes a set of desirable outcomes. This study highlights the
axial role plagd by reciprocity in building mutual feeling between banks and employees.
Practically,managers in thpublic banking sector in Kurdistan caerefit from the notion of
mutual reciprocity to strengthen the relationship between banks and employees amdisus se
to support banks interests
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6.9 LIMITATIONS

This research has a few limitateowhich need to be acknowledg&dst, the data was acquired
from employees in the Kurdish pubbanking sector ana convenience sample procedure was
used.The results have limited generalisability to the Kurdish and other Islamic working
contexs. Replication in other fields and settings is required to verify the results of the current
study. However, the present research prafideoretical insights into the relationship between
PA fairness and employee attiagdand behaviour and sisome generalisability in Islamic

contexs.

Second the data were collected throughsequential design which is prote a declining
response rate over time. Even though sequential data offers better explanation andsaddress
problemscompared with crossectional data, all sequential research has the possibility to be
influenced by participant attrition. For example, in therent study many participants dropped

out in the middle of the survey such as in the second wave or third wave of data collection, and
it was not possible to foll® up to ask them to complete Tthe sampledecreased from 624t

Time 1 to 500 aflime 2 aml to 369 atTime 3. However, this limitation is not deemed as
dangerous because the fisampleobtained was large enough to create reliable data.

Third, PA fairnesswas examinedin a limited way. Only fairness perceptions pertaining to
appraisalvereexaminedAppraisalis one of manyiuman resource managent practices and

other practices such as recruitment and selection, involvement, career management,
compensation and rewards may play a prominent role in shapingysapl attitudes and
behaviourFurther research negtb broaden the examination by including these practices.

Fourth, tests for further mediating variables (e.g., job involvement, organisational
identification and work effort) should be examineddéls including other mediatiaffects

are important in this line of inquiry. In other words, therapsssibility that if other mediating
variablesareincluded in the model, a tier fitting model will bedetermined.

Fifth, this study used multiple mediation and regression analysis to test mediatingvétfects
thePROCESSnacro prouviled by Preacher and Hays (200B)e macro includes a singséep

multiple mediator model. Thus, several separate mediation tests were carried out to create 12
mediation results in total. On the other hand, there is a possibility to conduct all the mediation

relationships in a single step through usingcitmal equation modelling (SEMYherefore,
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future studies couldo use structural equation modelling to test mediatartiqular if the

model involre multiple mediators thaffect each other.

Lastly, the data were collected in the public bankiacfor in Iragi KurdistarEventhough this
study offers a broader application in a public sector examining PA fairness impact, an extension
of PA fairness theory cannot completely be generalised to the business sector in Kurdistan
Region It is necessary to conduct PA fairness researtiteprivate sector, as well aiferent

public organisations

6.10 DIRECTIONS FOR FUTURE RESEARCH

This study produces exciting findings in the domain of PA fairness and employee attitudes and
behaviourin public banking sector in Iragi Kurdistaithis study can be developed in several

ways.

First in order to establish a more generalisable model diaifAess and its related effeca
replication this study could be carried out in otbectos in the Middle East.

Secondthe present research postulated that the relationship between PA tamthessployee
attitudes and behaviour could be explained through social exchange theory. However, the
assumptions of this theory were not completely tested. Future studies should investigate the
assumptions of social exchange theory and consider the influencegafri®&s on achieving
the satisfaction of the key psychological needs and whether the satisfaction of these needs

might associate with a variety of job outcomes

Third, although the studizas shown the importance of analysing the mediating relationship
between PAairness and employee behavipfurther studies areeecdto broaden the field

of study For example, developing complicated models which could involveréiftdactors
such as marketing and financial dimensions with employé@mesThis could obtain better

understanding of the causal chain that linksf@essand work peidrmance.

Fourth, the present research has presentedieaimvidence of th importantole exerted by

a set of mediatorsn the relationship between PA fairness and organisational citizenship
behaviour However, it is psesible that there are moderataariables 8ll waiting to be
discoveredFuture research may consider the moderating influence between PA fairness and
behavioural outcomes such as organisational support, job autonoragnpoaernent

Fifth, this research only focussed on organisational citizenship behaviour. While this has been

connected with organisational effectiveness, future research should examine other behavioural
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outcomes suchs jobperformance and turnover intention. The possible negative effects of PA

fairness also should be considered.

Finally, given asurvey was used in this study, it would be better if more than one method were
employedcomprising employeesr managersnterviews and quantitative measuremt of
employees effectiveness. These mdi may provide comparable data and strength the
reliabiity of conclusions

6.11 CONCLUSIONS

Most hypotheses were supported, broadly indicating thafaPressis related to employee
attitudes and subsequently to behavioural outcomes. Specifically, fourad that forms of

PA fairnesswere directly related to job satisfaction, trust in managéraed organisational
commitment, and that thesatitudes were directly related torgansational citizenship
behaviourAlthoughforms of PAfairnesswvere not directly related to organisatiooiilzenship
behaviour, they were related to organisational citizenship behaviour indirectly through the
mediating effect of employee attitudes. Therefore, bank managers and policy makers should
seek to apply fair performance evaluations that enhanceitéev/p attitudes and bakiour of
employees at workind generate for them opportunities to use their skills. This, based on the
present research, should foster employees’ wisheserve the workplace and to a greater
degree achieve the fit between indwals and organisational goals and values. Also, high
levels of PA fairness should contribute to increasing positive employee attitudes toward their
jobs. In combination, these results will benefit organisations through displaying higher level of
job satigaction, trust in management, organisational commitment, and organisational
citizenship behavioutn this context, when the perception of PA fairness is high, employees’
motives to deliver favourable work outcomes is also high. This could be a valstteng

point towards the improvement of management strategies for increase understanding of

organisational justice in the P#&ocess

FindingsindicatethatDF was not related to affective normative commitment which implies

that an increase in DFdoes not directly influence affective and normative commitment.
Consequently, affective and normative commitment did not play a mediating role in the
relationship between DF of performance appraasal organisational citizenship behaviour.
The findings evealed that PEndIF, but not DF are important in predicting affective and

normative commitment. These results suggest that some fairness dimensions of PA may
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become the focus of the employees judgment and evaluation of the justice in organisations

unde some situations whereas in others may assess them as unrelated.

The study revealed that the mediating ef@€job satisfaction and trust in management were
stronger than that of affective and normative commiteerd demonstrate the relative
importance of all three dimensions of PA fairnegle studyhighlightsthe vital role ofiF in a
performance appraisal context to predict job satisfaction, affective and normative commitment

more strongly than P&nd CF.

In this research, no significant differences in perceptions of PA fairness were found between
employees according to age and years of work. These two demographic variables exerted a

minor role in individuals’ perception of PA fairness

Organisations should consider performance evaluations, creating favourable work outcomes,
avoiding and averting negative outcomes through conducting performamegsals in ways

that employeesee as fair. Managers can thereby employ this information to effectively create
an efficient PAsystem that will lead to improve job performance. In conclusion, the
implementation of fair PAias a significant effect on enhancing positive employee attitudes

and behaviour at work.
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Appendices

Appendix 1(A): The English Version of the Qustionnaire

1. Name of your Bank -----------=-mmmmm oo

2. Gender: Male |:| Female‘j

4. Position in the bank: Senio|:| Mid<|:| JD

5. Number of years worked at the bank: -----------

6. Educational level:
Secondary school certificate or Ie|:| Two years diploma after sec[lary
school

University degree|:| Higher ded:|
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Section One Dimensions of Performance Appraisal Fairness

Neither
NO. Statements Strongly | Disagree | agree nor| Agree | Strongly
Disagree disagree agree

| amable to express my views and feelings

PF1 | during the performance appraisal meeting 1 2 3 4 5
The outcome of performance appraisal proc

DF1 | reflects the effort | have put into my work 1 2 3 4 5
During the performance appraisal meeting, f

IF1 appraiser treated me in a polite manner 1 2 3 4 5
I have influence over the outcomes of

PF2 | performance appraisal procedures 1 2 3 4 5
The outcome of performance appraisal proc

DF2 | is appropriate for the work | completed 1 2 3 4 5
My appraiser treated me with respect and

IF2 | dignity during the performance appraisal 1 2 3 4 5
meeting
The procedures followed during performanc

PF3 | appraisal process have been applied 1 2 3 4 5
consistently in my organization
The outcome of performanegpraisal process

DF3 | reflects what | have contributed to the 1 2 3 4 5
organization
My appraiser refraineddm improper remarks

IF3 or comments 1 2 3 4 5
The procedures followeduring performance

PF4 | appraisal process are free of bias 1 2 3 4 5
The outcome of performance appraisal proc

DF4 | is justified, given my performance 1 2 3 4 5
My appraiser wasandid in (his/her)

IF4 communications with me 1 2 3 4 5
The performance appraisal procedures are

PF5 | based on accurate information 1 2 3 4 5
My appraiser explained the proceduoéshe

IF5 | performance appraisal process thoroughly 1 2 3 4 5
| can appeal against the outcomes arrived a

PF6 | the performance appraisal procedures 1 2 3 4 5
My appraisecommunicated details regarding

IF6 | the performance appraisal process in atimely 1 2 3 4 5
manner
The performance appraisal meetings upheld

PF7 | ethical and moral standards 1 2 3 4 5
My appraiser tailored (his/her)

IF7 communications to my specific needs 1 2 3 4 5
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Section Twa Employee Work attitudes

Neither
NO. | Statements Strongly | Disagree | agree nor| Agree | Strongly
Disagree disagree agree
My job keeps me busy all the time
JS1 1 2 3 4 5
| would be happy to spend the rest of my car
AC1 | with this organisation 1 2 3 4 5
™1 | believe my employer has high integrity
1 2 3 4 5
352 My job allows me to work alone
1 2 3 4 5
| really feel as if this organisation’s problems
AC2 | are my own 1 2 3 4 5
| canexpect my employer to treat me in a
TM2 | consistent and predictable fashion 1 2 3 4 5
353 My job allows me to have a variety
1 2 3 4 5
| do not feel a strong sense of “belonging” to
AC3 | my organisation 1 2 3 4 5
™3 My employer is not always honest and truthf
1 2 3 4 5
IS4 My appraiser handles his/her employees we
1 2 3 4 5
| do not feel “emotionally attached” to this
AC4 | organisation 1 2 3 4 5
In general, | believe my employer's motives
TM4 | and intentions are good 1 2 3 4 5
IS5 My appraiser is gooth making decision
1 2 3 4 5
| do not feel like “part of the family” at my
AC5 | organisation 1 2 3 4 5
™S5 | don’t think my employer treats me fairly
1 2 3 4 5
156 My job provides for steady employment
1 2 3 4 5
This organisation has a great deal of person
AC6 | meaning for me 1 2 3 4 5
My employer is open anapfront with me
TM6 1 2 3 4 5
My job allows me to make use of my abilitieg
JS7 1 2 3 4 5
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NC1

I do not feel any obligation to remain with my
current employer

T™M7

I am not sure | fully trust my employer

JS8

My bank policies are put into practice well

NC2

Even if it were to my advantage, | do rieél it
would be right to leave my organisation how

JS9

My job pays well for the amount of work | do

NC3

I would feel guilty if | left my organisation
now

JS10

My job provides the chance for advancemen

NC4

This organisation deserves my loyalty

JS11

My job provides the freedoto use my own
judgement

NC5

| would not leave my organisation right now
because | have a sense of obligation to the
people in it

JS12

My appraiser praises me fdoing a good job

NC6

| owe a great deal to my organisation

JS13

My job provides me with a feeling of
accomplishment
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Section Three: Organisational Citizenship Behaviour

Neither
NO. Statements Strongly | Disagree | agree nor| Agree | Strongly
Disagree disagree agree
OCB1 I help others who have been absent 1 > 3 4 5
OCB2 | help others who have a heavy workload 1 5 3 4 5
OCB3 I am always ready to help those around me 1 > 3 4 5
OCB4 I am willing to give my time to help others
who havework-related problems 1 2 3 4 5
OCB5 | often make innovative suggestions to
improve my department 1 2 3 4 5
| always try to adopt improved procedures
OCB6 | for the work unit odepartment 1 2 3 4 5
| always try to institute new work methods
OCB7 | that are more effective for this organisatign 1 2 3 4 5
| always try to implement solutions to
OCB8 pressing organisational problems 1 2 3 4 5
OCB9 | never come in late without permission
1 2 3 4 5
| always follow bosses’ instructions
OCB10 1 5 3 4 5
OCB11 I never leave work early without permissi¢ 1 2 3 4 5
OCB12 | conscientiously follow organisational rulg
and procedures
I rarely miss work even when there is a
OCB13 | legitimate reason to do so 1 2 3 4 5
| am often a stabilizing influence when
OCB14 | others in the organisation have 1 2 3 4 5

disagreements
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Appendix 1(B): The Kurdish Version of the Questionnaire
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PF1

DF1

IF1

PF2

DF2

IF2

PF3

DF3

IF3

PF4

DF4

IF4

PF5
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IFS

PF6

IF6

PF7

IF7

JS1

AC1

T™M1

JS2

AC2

T™M2

JS3
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AC3

TM3

JS4

AC4

T™M4

JS5

AC5

TM5

JS6

AC6

TM6

JS7

NC1

T™M7

JS8

NC2
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JS9

NC3

JS10

NC4

JS11

NC5

JS12

NC6

JS13
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OCB1

OCB2

OCB3

ocCB4

OCB5

OCB6

ocCB7

OCB8

OCB9

oCB
10

OoCB
11

oCB
12

ocCB
13

oCB
14
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Appendix 2 Mediation Results

Appendix 2 (A) The product of coefficient results for the Path a and b

Relationship Standardised t- Value P-Value Direct
Regression Coefficients Effect
PF(Time 1)—> JS(Time 2) 346* 4340 0.00 Yes
PF(Time 1) TM(Time 2) 242* 6.359 0.00 Yes
PF(Time 1) AC(Time 2) 102 2.475 0.01 Yes
PF(Time 1) NC(Time 2) A73* 4.284 0.00 Yes
DF(Time 1)—> JS(Time 2) 311 2254 002  Yes
DF(Timel) TM(Time 2) 251* 3.724 000  Yes
DF(Time 1) AC(Time 2) .058 0.808  0.42 No
DF(Time 1) NC(Time 2) .097 1.367 0.17 No
IF(Time 1) —>  JS(Time 2) 394 5369 0.00 Yes
IF(Time 1) TM(Time 2) 249 7.047 0.00 Yes
IF(Time 1) AC(Time 2) 167 4372 000  Yes
IF(Time 1) NC(Time 2) .186* 4947 000  Yes
JS(Time 2—> OCB(Time 3 173 2569 001  Yes
TM(Time 2)—> OCB(Time 3 442 3.174 0.00  Yes
AC(Time 2)—> OCB(Time 3) .355* 3.242  0.00 Yes
NC(Time 2—> OCB(Time 3) 2471* 2.163 0.03 Yes
PF(Time 1y—> OCB(Time 3 -.036 0.44 0.70 No
DF(Time 1)—> OCB(Time 3) 192 1.39  0.16 No
IF(Time 1) OCB(Time 3) -.081 -1.04  0.30 No
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Appendix 2 (B) The Bootstrapping Resultsfor the Indirect Effects

Path Confidence Interval Indirect
Effect

Lower Upper

PF(T1l—  JS(T2) OCB(T3) 0.005 0.133 Yes

PF(T1) TM(T2) OCB(T3) 0.026 0.204 Yes
PF(T1) AC(T2) OCB(T3)  0.008 0.086 Yes
PF(T1) NC(T2) OCB(T3)  0.002 0.097 Yes
D(T1)—> JS(T2) OCB(T3)  0.001 0.155 Yes
DF(T1) TM(T2) OCB(T3)  0.020 0.233 Yes
DF(T1) AC(T2) OCB(T3) -0.025  0.087 No
DF(T1) NC(T2) OCB(T3) -0.006  0.093 No

IF(T)—> JS(T2)  OCB(T3) 0.004 0.145 Yes
IF(T1) TM(T2) OCB(T3)  0.031 0.218 Yes
IF(T1) AC(T2) OCB(T3)  0.021 0.121 Yes

IF(T1) NC(T2) OCB(T3) 0.004 0.102 Yes
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Appendix 3 Confirmatory Factor Analysis

A. Model Fit of Procedural Fairness

Baseline Comparisons

NFI  RFI IFI  TLI
Model Deltal rhol Delta2 rho2 CFl
Default model 905 .857 928 .890 .927
Saturated model 1.000 1.000 1.000
Independence modg .000 .000 .000 .000 .000

RMSEA
Model RMSEA LO90 HI90 PCLOSE
Default model .088 064 114 .005
Independence modg .266 248 285 .000
B. Model Fit of Distributive Fairness
Baseline Comparisons
NFI RFI IFI TLI
Model Deltal rhol Deltaz rho2 CFl
Default model 968 .90€ .97¢ .934 978
Saturated model 1.00C 1.00C 1.00C
Independence mog¢ .00C .00C .00C .00C .00C
RMSEA
Model RMSEA LO90 HI90 PCLOSE
Defaultmodel .07€ .01C  .147 197
Independence moq 295 261  .331 .00C
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C. Model Fit of Interactional Fairness

Baseline Comparisons

NFlI  RFlI IFI TLI

Model Deltal rhol Delta2 rho2 CFl
Default model .879 .819 .897 .844 .896
Saturated model 1.000 1.000 1.000
Independence modg .000 .000 .000 .000 .000

RMSEA
Model RMSEA LO90 HI90 PCLOSE
Default model 119 096 .144 .000
Independence modg 301 282  .320 .000

D. Model Fit of Job Satisfaction
Baseline Comparisons
NFl  RFI IFI TLI

Model Deltal rhol Delta2 rho2 CFl
Default model .825 .787 874 844 872
Saturated model 1.000 1.000 1.000
Independence modg .000 .000 .000 .000 .000

RMSEA
Model RMSEA LO90 HI90 PCLOSE
Default model .077 .064 .090 .000
Independence mode 194 183  .205 .000

E. Model Fit of Trust in Management
Baseline Comparisons
NFlI  RFI IFI TLI

Model Deltal rhol Delta2 rho2 CFl
Default model .969 .938 984 .968 .984
Saturated model 1.000 1.000 1.000
Independence modg .000 .000 .000 .000 .000

RMSEA
Model RMSEA LO90 HI90 PCLOSE

Default model
Independence modg

.052
292

.000
.266

.099
.320

403
.000
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F. Model Fit of Affective commitment

Baseline Comparisons

NFlI  RFlI IFI TLI

Model Deltal rhol Delta2 rho2 CFl
Default model .864 .709 .889 .753 .885
Saturated model 1.000 1.000 1.000
Independence modg .000 .000 .000 .000 .000

RMSEA
Model RMSEA LO90 HI90 PCLOSE
Default model 103 .070 .139 .005
Independence modg .208 186  .231 .000

G. Model Fit of Normative commitment
Baseline Comparisons
NFl  RFI IFI TLI
Model Deltal rhol Delta2 rho2 CFl
Default model 991 .978 1.002 1.006 1.000
Saturated model 1.000 1.000 1.000
Independence modg .000 .000 .000 .000 .000
RMSEA

Model RMSEA LO90 HI90 PCLOSE
Default model .000 .000 .071 .840
Independencenodel .307 281 .335 .000

H. Model Fit of Organisational Citizenship Behaviour

Baseline Comparisons

NFI  RFI IFI  TLI
Model Deltal rhol Delta2 rho2 CFl
Default model .859 .831 906 .886 .905
Saturated model 1.000 1.000 1.000
Independence modg .000 .000 .000 .000 .000
RMSEA
Model RMSEA LO90 HI90 PCLOSE

Default model
Independence modg

.069
.203

.057
194

.081
213

.006
.000
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