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1 Introduction

The aim of this research is to investigate the timiahips between leader-member
exchange, perceived justice concerning HR practar@$ organizational commitment
(among PhD students at University of Twente, Endeh& as to suggest measures to
increase their organizational commitment. Supersigbay a particularly prominent role
in important HR activities that affect employee mmation, skills and subsequently
organizational commitment and intent to leave. They directly involved in selection
and hiring process of the company, performanceaaggdrof employees, job design, job
content of employees, decisions regarding employeghority, autonomy and
empowerment, training and development opportundies so on (Whitener, 1997). It is
also reported that supervisors as leaders plagnpaoriant role in shaping the attitude and
behavior of their subordinates (Dansereau, Graenh ldaga, 1975. Leader-member
exchange (LMX) theory describes how leaders devditiprent exchange relationships
over time with various subordinates (Graen and Gaan1987; Maertz et al, 2007). It has
been suggested in literature that the quality tHtienships formed between leaders and
subordinates determines employees’ perception gdrozational policies and practices
such as distributive and procedural justice regartiR policies used by the organization
(Dansereau, Graen and Haga, 1975). These percgpiioturn, influence their attitude
and behavior (Graen and Scandura, 1987). In thelsmof Graen and Scandura (1987)
the immediate supervisor of the employees medidtesrelationship between fairness
perceptions of employees regarding HR activitiesd aheir consequent level of
organizational commitment.

Organizational justice is a very important prediatba number of employee attitudes and
behaviors. It is reported to directly influence amgational commitment, turnover and
job satisfaction of employees (Colquitt et al, 200Cropanzano (2002) define this
construct as fairness perceptions of employeesrdggp decisions taken by the
organization.

Organizational commitment variable has been chasenoutcome variable for this
research. Allen and Meyer (1990:14) define orgdmmal commitment as “a
psychological state that binds the individual te drganization (i.e., makes turnover less
likely)”. Steers (1977) also indicate in his fings1that commitment is associated with
increased desire of an employee to remain in tharozation. Various authors highlight
the importance of organizational commitment. Foaregle, Al-Emadi and Marquardt
(2007) explain that much recent writing on Humansd&eces Management has
emphasized the desirability of a committed workéo@nd the central role of HRM
practices in establishing and maintaining commitm&hey report that there has been a
continuing interest in the commitment of employ&etheir organization. This is because
organizational commitment is recognized as one lid tajor determinants of
organizational effectivenessSteers, 1975). Ferris and Aranya (1983) add that
‘organizational commitment is becoming an increglyinused construct to predict
performance, absenteeism and turnover (p. 96).yTpa&nt out that management is
recognizing the link between increased organizati@ommitment and higher levels of
job performance, lower levels of absenteeism ameiolevels of employee turnover.
Mitchell et al. (2001) suggest that ‘organizatiafsall sizes and types are recognizing
that they are engaged in a struggle to retain tadew are actively trying to do something
about it’ (p. 97).
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The following research question will be addressed:

Does organizational justice concerning HR practieceediate the relationship between
leader- member Exchange, organizational commitraedtintent to turnover of PhD’s?

To answer the main research question the followirtgquestions have been developed:

a) What is organizational justice and why it is im@ont?

b) What are the consequences of organizational jistice

c) How justice perceptions of employees are linkedifi@rent HR practices?

d) What is Leader-Member Exchange and why is it imgraf2

e) What is the role of supervisor in the HR practioéghe organization and how
he/she can affect fairness perceptions?

f) What are different dimensions of LMX?

g) What is organizational commitment and what arefdlceof commitment?

h) What are the different dimensions of organizati@mhmitment?

i) What is intent to turnover?

J) What is the interrelationship between differentadles used in the study?

k) Does Organizational justice mediate the relatignfl@tween LMX, commitment
and turnover intent?

1.1 Societal relevance

PhD students are the foundation on which Dutchnseies built (Tan and Meijer, 2001).

It was stated in the Association of Dutch Univeesitannual report of 1999 that 70 to 80
percent of scientific research in medical sciensedone by PhD students. It was also
suggested that in physics, without the researcRhid students the output of scientific
research would be five times less.

Scarcity of the number of scientific employees bagn observed in the Netherlands
since last couple of years. Fischer and Lohner{2€@flnd that there is declining trend in
the students attracting towards PhD studies. In81@8ly 7% of the students with a
master's degree continued into PhD study and nigrdrer declining still further. Those
studying for PhDs in the Netherlands are not aime other countries, considered to be
students. They are university employees and recaigmall salary, health insurance,
maternity leave and pension insurance. At the moreEnUniversity of Amsterdam and
Groningen University make the only exception t@ thystem: Some of their PhD students
are so called 'bursars' and receive only a grastitEr and Lohner, 2001).

The universities, the Netherlands Scientific Orgation (NWO), the Royal Dutch
Academy of Arts and Sciences (KNAW) as well as satier bodies (industry, charities)
provide funding. The majority of PhD students idlexh AIO and is funded by the
universities or KNAW. The only difference with ttNVO-supported OIO is that OlOs
don't teach undergraduates, but the OIO systemeisgbdiscontinued (Fischer and
Lohner, 2001). In general, students apply to theréusupervisor directly, rather than
applying to the university or funding bodies.

Tan and Meijer (2001) explain that the majorityRifD students (AlOs & OIOs,) pay a

lot for education and supervision but still mostreveot satisfied with the quality and
guantity of their supervision. The loss of motidatBhD students is not only a bad

2



M.Sc. Business Administration Thesis U.Twente

experience for the students themselves; it is a tdsscientific work and future staff
which are desperately needed (Tan and Meijer, 208X9urvey found that 32% of the
students said that supervisors did not pay enoungé to supervision and 29% did not
expect to learn much from them. However, lack afpgr supervision is one factor that
contributes significantly to student drop out.

In theory PhD study takes 4 years, and fundingasided for this period, but only 12%
finish their thesis within this term. Because oé tincreasing difficulty in finding PhD
students, foreign PhD students are hired. At thenerd around 20% to 37% of the PhD
students come from abroad. A lot of openings anthneies for PhD students can be
found in newspapers and on internet with fewer srdpnts from the home country.
Resultantly vacancies are also posted in the lovadlia of neighbor countries like
Germany to attract the PhD students and fill theam& positions.

Number of students beginning PhDs per year The Netherlands

Year AIO (male) AIO (female) OIO (male) OIO (femple Total

1992 1023 483 354 152 2012
1993 925 511 367 153 1956
1994 822 470 352 161 1805
1995 728 451 305 133 1617
1996 838 506 348 126 1818
1997 861 562 313 57 1793
1998 918 691 244 141 1994

Another important cause of the dearth of sciengfigployees in The Netherlands can be
linked to the retirement of senior PhD’s but legailability of fresh ones in to the labor
market. A report commissioned by the Dutch MinisiEEducation, Culture and Sciences
showed that a third of the scientific staff willtire in the next 10 years. Universities
should do their very best to keep young talent.

If we compare the situation of scientific employaeith other neighboring/European

countries, the situation looks dismal. Taking tlxareple of Germany where there are
very few regulations governing doctoral researchaniyl PhD candidates are not
registered anywhere, which means that it is difficm get an accurate picture of the true
situation of doctoral students in Germany. There also further complications of

research problems in communication with supervi$thD’s are understood only as
students and barely find mechanisms to changeuipergsor when cooperation does not
function well. Besides, there is no possibility fupervisor to attend special courses,
which would help him/her to improve cooperationhwstudents.

Another crucial matter, which makes young educatsaple to leave, is poor perspective
after finishing PhD study. In many European co@stdiPhD’s enjoy low societal status.
Owing to time and difficulties involved in obtaimgjra PhD degree; it becomes easier for
young scientists to leave the country. On the whgleor working and studying
conditions of young researchers in Europe clea$ults in brain drain especially to the
United States and Japan.
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In the current situation it becomes very import@nitdentify areas where adequate steps
need to be taken to ensure retention of sciensifadf and also for the hiring of new
comers so as this scarcity can be over come.

PhD students attached to University of Twente, Natherlands located in Enschede,
will be chosen as the sample for the purpose af tixsearch. In doing so, the research
will take place in collaboration with the universg’ PhD network. This university also
faces similar kind of trends when it comes to thendma of the ever burgeoning scarcity
of scientific employees. The following table makies situation clearer.

Number of students beginning PhD’s per year tniversity of Twente

Year Male Female Local Foreign Total
2008 436 184 316 304 620
2007 - - - - 607
2006 - - - - 628
2005 - - - - 634

This sample has been selected also because thegaaier to enter and access to
information will be easier. Data will be collectasing online questionnaire.

This empirical study is the first of its kind to awine the relationship between above
mentioned variables. Understanding such linkageg emable organizations to increase
the commitment level of their scientific staff whics the need of the hour. This research
can be of particular help to cope with the evereasing problem of loss of PhD students
by highlighting the role of promoter in supervisitige research, which determines their
perceptions of organizational justice in use ofiaias HR policies, over which promoter

has direct control. These perceptions in turn deite their organizational commitment

level thus directly affecting their decision to drout or quit or to leave the organization
after completion of research.

1.2  Scientific relevance

Recent research efforts have noted the potentipbitance of differentiated levels of
exchange with respect to subordinates’ attituden&tion, and have called for further
study to determine if such differential treatmengimh affect perceptions of fairness and
various organizational outcomes (Forret and Turtk884).

This study is significant for the following reasons
1. Contribution to theory

Although several studies examined the relationsfgfween LMX work/organizational
outcome variables (e.g. Graen and Scandura, 198We#l as between organizational
justice and work/organizational outcome variabléslquitt, 2001; Cropanzano, 2001),
relatively little is known about the interrelatidmigs between LMX, organizational
justice, organizational commitment and turnoveeimt Previous research hypothesized
that LMX mediates the relationships between intiéwaal justice and performance,
supervisor-directed citizenship behaviours, and gatisfaction (Masterson et al, 2000).
Current research will be aimed at studying the @egzh effects and extent of mediation

4
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of organizational justice in the relationship betwd.MX, commitment and turnover. It is
expected to add up to the existing literature byvigling a more developed model of
organizational justice. Also, not much research haen done yet including the four
dimensions of justice presented by Colquitt (expdi below). The research will make
use of Colquitt’s four dimensional model of justtoetest its hypothesis.

Also a scarcity was found on the research donestigating the role of supervisor
regarding important HR practices of task conteateer development opportunities and
so on. The present research will also study théa arhere supervisor has large degree of
autonomy.

2. Recommendations for future actions
The study may assist in determining actions mamagean take to maximize

organizational commitment among employees, thudingato retaining scientific capital.
The study may also serve to highlight areas fah&nresearch.
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2 Theoretical chapter and Research hypothesis

The following section deals with the literature dstuon the variables chosen for the
purpose of this research and their intertwinem@atsed on the literature review, we
develop our own hypothesis and later research ntodet tested using some appropriate
statistical technique.

2.1  Organizational Justice

In literature a distinction has been made between dimensions of justice: distributive
justice, procedural justice, interpersonal justiod informational justice (Colquitt, 2001).
In the following paragraphs, we will elaborate biege dimensions and link them to HR
practices.

Cropanzano et al (2001) define organizational ¢estas the fairness perceptions of
employees in organizational decision making. Thek Ilthe justice perceptions of
employees to commitment level of employees, jobfgoerance, withdrawal and
organizational citizenship behaviors. Fairly trela¢enployees, compared to the ones who
are unfairly treated, demonstrate organizationikemniship behavior, show higher job
performance, are more committed and have fewerowaem intentions (Rupp and
Cropanzano 2002). Folger (1994) links justice taahand ethical standards and explains
in his studies that individuals prefer to be pdrbmanizations that behave morally and
ethically than those that do not. Therefore, jestias been classified as an important and
basic requirement for the effective functioningaaforganization, for the well being of its
employees and for their personal satisfaction (Mp&878).

Below we look at various dimensions of organizadiojustice, their consequences and
their specific implications for various HR practice

2.1.1 Distributive justice

There is ongoing conflict in literature about wheththere are various dimensions of
organizational justice and if they can be distisped from each other. Before 1975 the
study of justice was recognized to be consistingrdy the distributive justice dimension.
Other forms of justice were not conceptualized, mmeathat justice was used as a broad
term and no differentiation was made between dimessof justice (Greenberg, 1990).
Adams presented his Equity theory (1965) which $ecuonly on the distributive aspect
of justice as the theory focuses on reactions o ipaquity, an important distributive
justice predictor. It states that individuals comgpthe ratio of their output (rewards) and
inputs (contributions that they make towards thganization) to the similar ratio of their
counterparts. If their ratio is higher (which medhat they are getting more rewards) it
may lead to their increased performance. Howevearl@ees who feel themselves to be
in inequitable position try to reduce inequity bystdrting inputs (reducing their
contributions) or outcomes in their own minds (Adart965). Scandura (1999) explained
that equal distribution of rewards would not totedivoid inequity perceptions, as those
employees whose contributions are higher to orgaioiz also expect higher rewards
compared to others. He further states that equana distribution may harm those who
are the hardest workers in the group. So equitgrthef Adams was criticized on the
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ground that it did not address the issues of hoanglwere administered and raised
guestions of process oriented outcomes (Greeni89@, P 402).

Folger (1986a) presented Referent Cognitions ThEREGT) in an attempt to address the
pitfalls of equity theory. RCT states that an indial will find an outcome/judgment
unfair when he believes that the use of some atem procedure could have resulted in
more favorable outcome. It means that presencdtefnatives leads to a situation as
disadvantaged if individuals are aware of it. Despis contributions, RCT was also
criticized on the ground that it explored only eooric aspects and did not consider
socioemotional aspects (Folger and Cropanzano,)26@lger revised the RCT keeping
in mind its limitations and presented Fairness Thd&olger and Cropanzano, 2001).
Fairness theory addressed some of the limitatio®&Q but it could not be empirically
tested because of its recency.

Fairness heuristic theory was on the contrary gogbly supported (Lind, 1995a). The
theory explained how exactly justice judgments #mened. Individuals are often in
situation in which they must surrender to an authdigure, leading to the chances of
their being exploited and their identity being @itened (Lind, 1995). Furthermore, as a
result individuals are often uncertain about tihelations with authority. This uncertainty
leads individuals to ask questions about the trodhiness and unbiased treatment of
authority. The theory states that the informatiequired to answer these questions is
often incomplete or unavailable. Thus individuaky ron heuristics or cognitive shortcuts
to guide their subsequent behaviors. It concluties fairness judgments of individuals
are formed on the basis of readily available infation.

Various authors have (Moore, 1978; Greenberg, 1986htioned the importance of
distributive justice in the organizational justimsearch and its consequences. Skarlicki
and Folger (1997:435) explain the consequencesgainizational injustice as not merely
job dissatisfaction. Rather violations of distrilvetjustice might increase desire to punish
and impose harmful consequences on a putative womrgColquitt (2001) explains that
decisions taking place in organizational lives hawgortant consequences on both
economic and socio emotional lives of the employees

2.1.2 Procedural justice

Thibaut and Walker (1975) introduced another dinm@nsof organizational justice
namely procedural justice. They defined procedytsitice to be concerned with
individual’'s perceptions about the fairness of pehares governing decisions. Examples
of procedural justice include the degree of voicpeason has in the decision making
process and whether or not consistent rules al@xfetl in making decisions (this means
that procedural justice is also linked to employgkience). Thibaut and Walker (1975),
in other words, gave the concept of process coatrdldecision control. Their work was
mainly limited to legal procedures and disputaréct®ns. They suggested that if
disputants had control over processes, they watilldview procedures as fair even if
they had minimal control over decisions. By processtrol they mean the control over
the presentation of argumentation and sufficienetto present the case.

Leventhal et al (1980) introduced procedural j&stin an organizational setting (in

contrast to legal settings used by Thibaut and Wfailk their studies) and introduced six
measures of procedural justice. These include stargly across people and time, free

7
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from bias, accuracy of information used in decisioraking, existence of some
mechanism to correct flawed decisions, conformmgtandards of ethics and morality
and inclusion of opinion of various groups invohiadhe decision process.

Skarlicki and Folger (1997) explain the consequsrafeprocedural justice. They argue
that individuals accept responsibility for theiroplems if they perceive that fair
procedures were used to arrive at decision outcotdesvever if they perceive that

procedures used by the organization are unfairjvithdals may show anger and
resentment and consequently enter into retalidiettaviors (Skarlicki and Folger, 1997)
Employee perceptions of fairness in treatment andquures enhances their quality of
work, their performance, stimulates commitment dedirability of long term ongoing

relationship with organization (Cropanzano et &@0D). Also procedural justice is

expected to increase perceptions of organizatisapport, which, in turn, increase both
citizenship behaviors directed toward the orgammatnd organizational commitment
(Cropanzano et al, 2001). Thus it becomes impoftamemployees that what is fair and
what is not. Favorable outcomes are more likely etegender fairness, whereas
unfavorable outcomes are more likely to engendecgpdeed unfairness (e.g., Conlon,
1993).

A number of studies in a variety of situations halemonstrated that offering an

explanation or justification for a decision willdrease the perceived fairness of that
decision, meaning that a perceived fair proceduse afluences distributive justice

positively (Greenberg, 1990).

2.1.3 Interactional justice

Another form of justice was introduced by Bies ahthag (1986) based on the

importance of the quality of the interpersonal tmeent people receive when procedures
are implemented. This was referred to as “Inteoaeti Justice”. This dimension

emphasizes the importance of truthfulness, respaud, justification as fairness criteria of

interpersonal communication.

Highlighting the importance of interactional justjcMikula, Petrik, and Tanzer (1990)
reported that a considerable proportion of perakivejustices did not concern
distributional or procedural issues in the narr@mse but instead referred to the manner
in which people were treated interpersonally dufitigractions and encounters.

2.1.4 Interpersonal justice and Informational justice

Unlike previous literature on organizational justicColquitt (2001) made use of four
dimensions of organizational justice. He does rsat mteractional justice as a subset of
procedural justice; rather he suggests that intierzel justice be further broken down
into interpersonal justice and informational justidimensions. Interpersonal justice
reflects the degree to which people are treatetl paditeness, dignity and respects by
authorities involved in executing procedures oredaining outcomes. Informational
justice focuses on the information provided to peopbout why certain selected
procedures were used and why or why not certaicooos were distributed in a certain
fashion. He based his argument on the logic thataéractional justice is used as a subset
of procedural justice, it can hide some importaiffecences among the constructs.
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Moreover Colquitt (2001) in his four factor modeluhd that the four dimensions had
different distinct impact on different outcomes.

In order to support this line of argumentation, qtott et al (2001) conducted a meta-
analysis, which consisted of 183 empirical studi@se of the objectives of the study was
to study the individual impact of different forms$ justice on various organizational

outcomes. Results showed that interpersonal aratnmaitional justice were relatively

weakly correlated (r = 0.16 and r = 0.26) to orgational commitment. Distributive

justice and procedural justice were highly coresdiato organizational commitment (r =
0.42 and r = 0.48) respectively.

2.1.5 Organizational justice and HR practices

Gillland and his colleague (1996) explain that [mresource practices and
hiring/staffing decisions influence procedural atstributive justice evaluations along a
number of justice dimensions. These justice dinmssincluded formal characteristics of
the selection procedures, explanation offered dutine selection process, interpersonal
treatment during the selection process, and digivié justice of the hiring decision
(Gilliland and colleague, 1996). Fairness percewti@nd attitudinal and behavioral
outcomes result from these justice evaluationdil&it and his colleague state that job
applicants are also concerned with justice. Fagmesceptions of applicants have been
related to satisfaction with the selection processyanizational effectiveness and
intention to recommend the organization to oth&idliland and colleague (2003) found
out that if applicants perceived fairness durinig&@n process they would accept even
negative decisions like their rejection in a bettey.

Gilliland and his colleague (1996) also link typEgustice to stages of selection in terms
of importance. They explain that different typesjadtice are salient during different
stages in selection process. During recruiting dniial communication stage,
informational justice becomes of primary concerruriBg screening and selection,
procedural justice becomes salient. Finally dudlegision making and communication,
both informational and distributive justice beconssdient. Provision of information
about the selection decision and timeliness ofrmédion also play crucial role. Gilliland
and colleague moreover suggest that interpersarsticg is salient in all stages of
selection. If prospective employees feel at angestaf selection process that they are
being treated rudely they perceive it to be urdad unjust treatment.

Bies and Shapiro (1988) found that perceptiongrotedural fairness in a recruiting
scenario were greater when justification was otfdoe a negative decision than when no
justification was offered.

Greenberg (1990) found that perceived fairnessaynwwas strongly correlated with pay
satisfaction meaning that the more strongly emmeybelieve their pays are fair, the
more satisfied they are with their pay outcomes.

Amongst other dimensions of justice, proceduratigeshas been specifically linked to
performance evaluation decisions (Korsgaard, 199%key explain voice to be an
important procedural justice determinavibice is a form of subordinate participation,
which has long been cited as a means to enharniséastion with the appraisal process
(Korsgaard, 1995). The construct of participatiorthie performance appraisal has also

9
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been linked to a number of outcomes, such as @gst@nd perceptions of the appraisal,
motivation to improve and satisfaction with workdasupervisor. That is, voice affects
people’s attitudes toward a decision because d@yliey have had a chance to indirectly
influence the decision. Anothexplanation given by Korsgaard (1995) is one inclhi
voice is intrinsically valued regardless of whettie input influences the decision. That
is, voice produces positive attitudes because it igesired end in itself. The key
distinction between these mechanisms of voice espérceived potential to influence,
regardless of whether voice had any impact on ¢ogsn.

It is also important to note that procedural arfdrimational justice dimensions have also
been linked to layoff decisions taken by the orgation in the literature (Gilliland and
Schepers, 2003). Gillland et al noted that if dass in procedures is adopted while
making these decisions and if they are communicismednice manner to the victims, it
not only lessens the pain to the victims but caso alause less negative attitudinal
outcomes for the survivors. They further state than the contrary, the procedures are
perceived to be unfair and communicated poorlyayread to reduced productivity, job
satisfaction and organizational commitment of Stoxs.

Literature suggests that justice perceptions ofviddals differ depending upon the
quality of relationship between leader and his sdipate, referred to as Leader-Member
exchange (Scandura (1999). So it becomes impoftanthe purpose of this research, to
study this specific leadership construct.

2.2 Leader- Member Exchange (LMX)

Amongst other leadership constructs, leader-memkehangehas been chosen for the
purpose of this study as it refers to the qualityhe relationship between a supervisor
and an employee (Graen & Scandura, 1987; Maerdt, @007). Whitener (1997) states
that LMX focuses on the aspect of the leadershgp ih overlooked by other leadership
constructs, which is formation of in group and gubup members. An in - group is
formed when the exchange relationship is high guatieaning that it is characterized by
a high degree of mutual trust, respect, and oltigatAt the other extreme, is out — group
which is characterized by low trust, respect, aruligation between leader and
subordinate.

LMX theory suggests that leaders do not use theesatgle in dealing with all
subordinates but rather develop a different typeetdtionship or exchange with each
subordinate (Graen and Scandura, 1987). LMX may fram low quality to high quality
relationship High quality LMX relationships involve exchangesitlgo beyond elements
fundamental to employment contract.(Dansereau, €t%15) These involve high degree
of mutual respect, loyalty, trust, high degree afoaomy for the member and enhanced
commitment and loyalty for the leader (Sheronyle2@02, p: 542). On the other hand
individuals with low quality LMX relationship haveeak social exchange relationship
and low functional interdependence with both thgibordinate and their employing
organization. Low quality LMX relationships involvexchanges that are basic to
employment contract like restricted to economichexges only. Employees as a result
exhibit low trust, loyalty, respect and lack of aoitment (Sherony and Green, 2002).
However Wayne and colleagues (1997) in their atwbme to different conclusions.
They suggest low quality LMX may not affect empeis intention to quit and their
commitment towards their organization as they meascgive that their supervisor will

10
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leave the organization sooner or later so everoifies employees have unfair justice
perception of their supervisor in their eyes itlwit affect them in the long run.

2.2.1 Role of supervisor and different HR practices

Uhl-Bien et al (2000) highlight the importance detquality of relationship between
leader and member and its implications for HR. Tét@ye that organizations do not work
in isolation; therefore to focus on HR functionirigcus should be realigned toward the
right people, at the right place, at the right tiamel with the right kind of relationships (p:
144). They further explain that these high qualigfationships can increase firm
performance and satisfaction by 20%, compared wo UMX groupers. Low groupers
result in being costly to organization, as a resalko exhibiting high turnover ratios;
approximately almost every year all low LMX emplegeturn over. The employees react
to the treatment they receive from the individudioacarries out the procedures and
distributive outcomes typically their supervisovghitener, 1997). Whitener (1997) states
that the interpersonal treatment employees rec&wm their supervisor (such as
adequately considering their view points, suppressheir personal biases, applying
decision making criteria consistently, providinghély feed back after a decision and
explaining a decision) strongly affects their pgteans of fairness.

Kingstrom and Mianstone (1985) found out that sdbwtes who have a favorable task
and personal relationship with their supervisorsenee significantly more favorable
performance ratings and are more likely to recgir@motions than other subordinates.
Furthermore, the interpersonal relationship betweeenmanager and a subordinate affects
the content of performance appraisal feedbackudiel the subordinate's opportunity to
participate in the review and discussion of impartssues related to the subordinate's
career (Kingstrom & Mainstone, 1985).

Literature review suggests that followers’ job ehment has been recognized among
LMX scholars as an important component of the LMe&dership model, whereby
followers engaged in higher-quality LMX relationghiare likely to have been given
more enriched work opportunities compared to fodow in lower-quality LMX
relationships (Laurent et al, 2006) Graen & Uhl+B{@995) referred to job enrichment in
their LMX model of leadership. They explained thaeaders can influence different
characteristics of followers’ jobs, including gigmmore autonomy at work, assigning
more challenging tasks that require use of diffeskill sets, entrusting them with whole
projects, and delegating responsibilities of greatgportance, resulting in higher job
enrichment.

Moreover, it was found that high LMX relationshipsluenced feelings of psychological
and structural empowerment of employees at the plack (aschinger et al, 2007).
Such employees felt empowered in termiafing meaning in their work and confidence
in their ability to perform in the given role. Thaye more likely to feel that their work
environments empower them to accomplish their workneaningful ways. As a result,
they are more likely to be satisfied and commitiedh their jobs. Because job
satisfaction and commitment has been shown to leeadrthe strongest predictors of
intent to leave one's job, these results illumirfat#ors that must be addressed to retain
mangers.
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Kidd and Smewing (2001) defined the role of supawas gatekeeper to the organization
and the person to be in direct contact with indreidemployees (subordinates). They
suggest that role of supervisor is crucial for emgpks since employees depend on them
for support, feedback and assessment of apprayséémnss. Theory also suggests that
supervisors have stronger impact on workers welingpecompared to workers
relationships with co workers (e.g. Hopkins, 1997).

Whitener (1997) found that employees trust in tkepervisor forms their perceptions of
the success, accuracy and fairness of HR systenoh mgse¢he organization. Folger and
Konovsky (1989) reinforced this view when they fduthat the process used by
supervisors to make decisions would have a greatpact on fairness perceptions of
employees than the pay raise outcomes themselves.

Erdogan (2002) studied justice perceptions in tke of performance appraisals as
performance appraisal is an important HR practiaeirg implications for important
individual decisions (e.g. pay raises and promgatiett). Supervisors have been viewed
as key persons in forming justice perceptions apetbrmance appraisals as they are the
main evaluators of individual's performance. Erdog@002) termed them as most
influential raters. It has also been suggested fgodan that individuals assume that
members having high quality LMX will have positieeitcomes such as career progress
and salary progress During the performance apprpisaess, it is the supervisor who
communicates with the member as a result of whighividuals interactional justice
perceptions are shaped. Similarly individual’s riisttive justice perceptions are formed
by their supervisors as they decide the final perémce rating of the individual. It might
be noted that some of the researchers differedtfai@cedural and interactional justice by
assuming that supervisor's behaviors can affecty anteractional justice and not
procedural justice

Erdogan (2002) contributed to the literature astige perceptions regarding performance
appraisals by dividing procedural justice in to tewb dimensionsRater procedural
justicerefers to perceived fairness of procedures ragesduring performance appraisals,
whereas system procedural justice refers to pezdeifairness of the performance
appraisal procedures adopted by the organizatioiiEr8ogan (2002) also highlighted the
role of supervisor in forming procedural; justicergeptions of employees in the area of
performance appraisals.

Renwick and MacNeil (2002) highlight the role ofpsuvisor by bringing in to light the
fact that supervisors have been devolved to perfonportant HR tasks including
involvement in attracting and retaining of emplayedecisions regarding pay raises,
promotions, work assignments and roles, designihgcareer paths and decisions
regarding developing opportunities including nontim@s in training programs. Role of
leaders and supervisors also becomes very impotianduse they bring sense of
direction and motivation to their subordinates.ofBil et al, 2003). They further explain
that it is these leaders who, on the behalf ofrteiploying organization, communicate
the goals of the organization to the subordinatespurpose for the subordinates, assign
them specific tasks, supervise their work and etaltheir performances later on to
determine their respective rewards according tattfeady laid down procedures.

As regards the dimensions of LMX, Graen (1976) @nésd a unidimensional model of
LMX. The model was based on work behaviors of les@®ad subordinates. He used role
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theory and social exchange theory to support thedel. According to role theory
(Graen, 1976) leaders assign different roles to ubordinates and subordinates comply
with these roles/work assignments in varying degjrébe higher the compliance with the
task demand, the greater the level of trust estadadi by the leader in the subordinate and
vice versa. Based on the compliance of task denaamdsubsequent establishment of
different levels of trust on different subordinatésaders reciprocate the subordinates
with different work related resources such as imfation, challenging task assignments
and autonomy (Graen and Scandura, 1987). This giaovbf resources by the leader in
return to task behaviors exhibited by the subotdin@present exchange (Graen and
Scandura, 1987).

A multidimensional conceptualization of LMX wasdimpresented by Dienesch and Liden
(1986). They explained three dimensions of LMX heit studies although they did not
strictly limit their conclusions for only there dansions of LMX and acknowledged
possibility for some other dimensions of LMX al$orst dimension they refer to in their
work is Contribution In their words contribution may be defined asrtption of the
amount, direction, and quality of work-orientediaty each member puts forth toward
the mutual goals (explicit or implicit) of the dyad 986: 624). It means that based on the
performance of subordinates, leaders form high ityualelationships with good
performers and low quality relationships with lowrformers. Another dimension of
LMX as provided by Dienesch and Liden (1986)agalty. They explain loyalty as the
extent to which leader and member are loyal to edlhr and the extent to which they
publicly support each other's actions. It is expdcthat leaders will assign more
challenging tasks and tasks that require indepdrjddgment and responsibility to more
loyal members (Scandura et al, 1988fectis the third dimension used by Dienesch and
Liden (1986) in their studies. They defined affast"the mutual affection members of
the dyad have for each other based primarily oerjp@rsonal attraction rather than work
or professional values" (1986: 625). The degredékaig has been found an important
determinant of LMX and interpersonal interactiondas expected to be involved in
developing LMXs to varying degrees with differentbsrdinates (Dienesch and Liden
1986).

The same point of view has also been supporteddnehrian et al (1989) when they state
that leaders holding high expectations of subotdmanay be more likely to attribute
their good behavior to their internal qualities grabr behavior to the forces external to
them or beyond their control; however situation ldobe reverse if leaders have low
expectations of the subordinates. Feldman and Led®86) noted that leader
expectations may also influence their behavior towamembers. High leader
expectations towards a subordinate may transl&betive assignments of dedicated tasks,
having more variety, lesser routine and more autgnwhile low expectations of leader
from subordinate may lead to routine like tasksssldeedback and few training
opportunities (Feldman and Leana 1986).

It might be noted that Liden and Maslyn (1998) doded that in LMXs that are work-
based with contribution being the most importantXdimension, affect may play little

or no role in the exchange. On the other hand, sokf¥s according to them may be
dominated by affect. For example, the leader andnlbee frequently interact simply
because they enjoy each other's company. Unlikprédous authors, Liden and Maslyn
(1998) gave a four factor model of LMX, which thegveloped after conducting a
confirmatory factor analysis. Other than the tha@imensions of LMX previously
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explained they introduced another dimension to LNW&tnely professional respect. They
define it as"perception of the degree to which each member efdyad has built a
reputation, within and/or outside the organizatioihexcelling at his or her line of work”
(1998: 50). They explain that this perception o ihdividual can also be based on
personal meeting with the subordinate or thereatsm be perception about the individual
even before meeting him based on comments aboutftim inside or outside the
organization.

There is likely to be more freedom for supervistosdevelop relationships with the
employees under him/her. Supervisors also formviddal relationships with their
employees and employees may be attached to a sageov have different attitudes to
supervisors than to the organization as a wholeaBse supervisors do have more daily
contact with their employees, there is more oppuiyufor them to show support to
employees, and when they provide important benefita regular basis, such as feedback
or recommendations, they are likely to create pasifeelings and trust among
employees (Maertz et al, 2007). Supervisors whceappo be highly regarded by the
organization would be assumed by workers to stsoreghbody the organization’'s
character

2.3  Organizational commitment

Another variable used for the purpose of this psggb study is organizational
commitment which acts as an outcome variable ohmimgtional justice (Steers, 1997).
There is a vast variety of literature on the subjet commitment, its definition,
antecedents and consequences, and also it hasiégeed in a number of ways. (Meyer
and Herscovich, 2001; O'Reilly and Chatman, 1988)lot of importance has been
attached to this construct because of its importamsequences for the organization.
Mowday, Porter & Dubin (1974) link commitment torf@mance when they state that
highly committed employees are expected to perfoetter than less committed ones.

Organizational commitmenin a general sense may be defined as an employee’s
engagement which restricts freedom of action (&isee in Oxford English dictionary). .
Allen & Meyer (1990, p. 14) defined organizatior@mmitment as “A psychological
state that binds an individual to the organizatiam, makes turnover less likely).”

Meyer and Herscovich (2001) developed a generaleaidcommitment. They defined
commitment as a stabilizing or obliging force tlgaves direction to behavior (e.qg.
restricts freedom, binds the person to a coursactibn (2001: 301). They explained
various conceptualizations of commitment and digtished it from related constructs
(e.g. motive and attitudes). They propose that ctmemt is more than merely a motive
to engage in a particular course of action or atipesattitude towards an entity that
predisposes an individual to behave ion manner ihdteneficial to the entity on the
whole. They further state that commitment is alswrenthan a state of mind that exists
when an individual experiences a positive exchaat@ionship with some entity and it is
also more than simply a positive attitude (20013@il). A similar line of argumentation
has been given by various other authors, thus, astipg the conceptualizations of
commitment explained by Meyer and his colleagueef@mple, Brickman (1987) noted
that commitment is different from motivation or geal attitudes; it influences behavior
independently of different motives and attitudegyhty committed employees may lead
individuals to behave in ways that are contraryneteetheir self- interests.
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2.3.1 Conceptualizations of organizational commitnre

There have been disagreements in literature reggtte dimensionality of commitment
as to whether it is unidimensional or multidimemsib construct. (Becker, 1960;
Mowday, Steers and Porter; 1979, Allen and Mey280).

Allen and Meyer (1990) presented a three componerdel to explain organizational
commitment and conducted two studies to verifyrthedel. The construct was noted to
be having three main dimensions: affective, comtime and normative. They
characterize commitment in to these three dimesstonthe basis of different mind sets.
Affective commitmentefers to identification with, involvement in, aneimotional
attachment to the organization. Thus employeesnigasirong affective commitment
remain in the organization because they want tosdo(Allen and Meyer, 1990:1).
Continuance commitmentlates to the costs associated with leaving tmeent job
which may include organizational and individual estments in career building of
individual and may include economic losses suclpexssion accruals and social costs
such as friendship ties with co-workers that waduwdde to be given up .Individuals thus
with strong continuance commitment remain with ¢tnganization because thégpve to
do so. Normative commitmens a sense of obligation that an employee feelsitds its
company. Employee may feel obliged toward his ogion for many reasons. For
example, the company might have invested in hisitrg and skill development that he
wants to reciprocate by offering his services. Eyppes thus with strong normative
commitment remain in the organization because thught todo so.

Allen and Meyer (1990) developed scales to measwse components. In study one,
relationships among the components of commitmedtwith hypothesized antecedents
of each component were examined. It was found dhhbugh there was some overlap
between affective and normative commitment, botlreweelatively independent of

continuance commitment. Results of a correlatinalysis done in study two suggested
that, as predicted by the model, the affective ammhtinuance components of

organizational commitment are empirically distirghable constructs with different

correlates. The affective and normative componaitspugh distinguishable, appear to
be somewhat related.

Prior to that, Becker (1960) presented his sids betory and explained the concept of
continuance commitment to be a sub dimensionaltogis Side bets theory states that an
individual becomes bound to an organization becafismything of value (time, effort,
money, e.g. pension, seniority, organization spesckills etc) that would be lost if he
leaves the organization. In addition to this pereéicost of leaving, an individual also
considers perceived lack of alternatives which loinim to the organization. This
economic rationale of commitment was labeled adimoance commitment by Meyer
and Allen (1984). However some of the research@wed commitment as attitudinal
and conceptualized commitment as emotional attanhr@e organization (e.g. Steers,
1977; Mowday, Steers and Porter, 1979). This sehsamotional attachment has been
labeled as affective commitment by Meyer and A(£984).

Meyer and Allen (1984) developed their own meastwetest Becker’s side bets theory
(continuance commitment conceptualization) and tlefective commitment
conceptualization. They noted that these two dimeeissof commitment are distinct,
unrelated and independent of each other. It mdaisatcording to them one’s degree of
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affective attachment to the organization does rfégéct his degree of continuance
commitment and vice versa.

McGee& Ford conducted a study in 1987 to reexamine ttedes used by Meyer and
Allen (1984) to measure the two dimensions of cotmmant. They found that while
affective commitment was one-dimensional, contim@acommitment consists out of
two-sub dimensions. The first dimension was basegeyceptions that few employment
alternatives exist and the second on high perseaaifice associated with leaving the
organization. This noting of McGee and Ford streaged the side bet theory originally
presented by Becker. However unlike Meyer and A(&884) noting that continuance
commitment and affective commitment were unrelaMdGee and Ford found that the
two continuance commitment subscales were sigmiigathough differentially, related
to affective commitment.

Dunham, Grube and Casteneda (1994) examined theh@swetric characteristics
(reliability and factor structure) of the Allen amdeyer (1990) scales. Furthermore, the
relationships between the various organizationatrodment dimensions and a number
of antecedents selected on the basis of prior ésapnesearch and conceptual arguments
were also examined in the study. The results suppdhe findings of Allen and Meyer
(1990) by drawing the conclusion that confirmatdigctor analysis consistently
demonstrate better fit between affective and naseatommitment items define separate
factors. However it was also found that correlagidietween affective and normative
commitment are very high. Moreover, results alsppsuted the two sub dimensions of
continuance commitment construct i.e. personaifsaeand lack of alternatives.

Allen and Meyer (1996) conducted a research touataltheir previous findings about
the multidimensionality of commitment construct aiedind evidence supporting their
previous hypotheses. However it might also be ndked different studies about the
normative and affective commitment construct stibw conflicting results.

Meyer et al (2002) conducted a Meta analysis with dim to estimate the correlations
between variables identified in Meyer and Allenfseie component model explained
above. The focus of this analysis was on the ugl@ind generalizability of the model on
the whole, unlike Meyer and Allen (1996) who testied validity of commitment scales

used in the three component model. Meyer et alZp@oncluded that although there
were some differences in the correlations of d#feércommitment dimensions, but
overall, the model was generalizable outside Nertmerica. Their Meta analysis,

moreover, supported the existence of Affective &lmimative commitment as distinct

construct; with higher correlations but not perfectrelation. The study also supported
side bets theory (Becker, 1960) by validating twe subcomponents of Continuance
commitment. However they suggested future researoéfine Continuance commitment
scale by including more items reflecting perceisadrifice.

2.3.2 Foci of commitment

Foci of commitment are the different individualsdagroups to whom an employee feels
attached (Reichers, 1985). Different foci of conmaht may include professions, unions,
organizations, supervisors, higher management, godlcareer. Similarly according to
Becker (1992) workers can be: (1) locally commiiitte supervisors and coworkers, (2)
globally committed to occupations, top managememnt arganization as a whole, (3)
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committed (attached to both local and global faoid (4) the uncommitted (who are
attached to neither local nor global foci).

Reichers (1985) found that the focus of commitm@mrt., to whom employees are
committed) is an important dimension in assessingrker attachment. When
commitment is directed apecificfoci, differences in commitment will not be relattx
other attitudes and behavidrsgeneral,but, rather, will be related to other attitudes and
behaviors with respect to the specific foci (Beckad Billings, 1993: 183). They further
explain that the locally committed will be moreisé¢d with supervisor and co-workers
than will the globally committed and will engagenrore pro social behavior directed at
supervisor and co-workers than will the globallyreoitted. Globally committed on the
other hand will be more satisfied with the top ngeraent and the organization on the
whole and will exhibit behaviors such as lower mien to quit. These results have
important implications for our research.

Literature study shows (e.g. Reichers, 1985) thating distinctions between several foci
of commitment is useful, but this research willdscon commitment of PhD students
towards University of Twente on the whole as tloisus of commitment is an important
outcome of organizational justice and the studysatm highlight the role played by
supervisor in forming fairness perceptions of emeés regarding HR policies and their
consequences for this construct. Moreover orgapizalt commitment is found to be
directly related to turnover intentions and onehaf added benefit of this research can be
to come up to the suggestions that can be helpfrtétention of scientific employees and
their increased commitment level towards the orzgtion on the whole.

2.4 Turnover intentions

Intention to leave refers to individuals' perceivié@lihood that they will be staying or
leaving the employer organization (Igbara, M & eafjue; 1999). Mobley (1977)
pioneered a comprehensive explanation for the mdggital process underlying intent to
quit. According to his formulation of the withdramgiecision process dissatisfaction leads
to thoughts about quitting. There are a number adsiple mediating steps between
dissatisfaction and actual quitting. First, oneh® consequences of dissatisfaction is to
inspire thoughts of leaving. These thoughts, imtustimulate consideration of the
expected utility of a job search and the costs wftigg. The next step would be the
behavioral intention to search for an alternatiMee intention to search is followed by an
actual search. If alternatives are available, aluation of these alternatives is initiated.
The evaluation of alternatives is followed by a pamson of the present job to the
alternatives. If the comparison favors the altevest it will inspire a behavioral intention
to quit, followed by actual withdrawal. Cotton amdttle (1986) also found that overall
job satisfaction, satisfaction with the work itsgihy satisfaction, and satisfaction with
supervision were negatively associated with turnove

2.5 LMX and organizational justice

As explained before, according to LMX theory, leadkave limited resources such as
discretion and time and they selectively distribiltese resources among different group
members. These exchange relationships between réeaged subordinates form
employees’ justice perceptions of organizationdicpes and practices just as distributive
and procedural justice aspects. This perceptiotuin influences their attitudes and
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behaviors. Scandura (1999) examined literature MX Lfrom organizational justice
perspective and studied the relationship between tho constructs. He noted the
attitudes and behaviors of employees falling irite tategories of in group members
(having high quality relationship) and out group miers (having low quality
relationship). He had different findings comparedther researchers who found that in-
group members receive more work related benefitmparison to out-group members.
Scandura suggests that differentiation of membets in group and out group does not
necessarily translate into organizational in justit rather depends on the perceptions of
the members about the leader. If members perceaieleaders to use fair procedures for
allocation of rewards etc, then they will percep®cedural justice and not injustice.
Likewise, if members receive from their supervisorrect communication about reasons
for distribution of rewards, then again interactibjustice will be perceived by members
despite  members belonging to different groups. dt through proper way of
communication (interactional justice) that evencpetions of employees of procedural
and distributive injustice (in the cases where theke social comparisons) can also be
changed (Scandura, 1999: 6).

Masterson, Lewis, Goldman, and Taylor (2000) ingaséd employee relationships with
both their supervisor and the employing organizati@hese authors found that
interactional justice improved the quality of leedeember exchange, which, in turn,
increased job performance and raised job satisfaciin other words, individuals not only
generated separate justice perceptions based @odihee of the treatment (the individual
supervisor vs. the overall organization), but thedgo set up different patterns of
reciprocity associated with each source. Wayne 8eagues (1997) also suggest that
Supervisors are often instrumental in determinilgry increases and bonuses as well as
in providing career advice, task and training opynaties, emotional support and
information. Superiors may also introduce suborigisdo key individuals in other parts
of their organization. This introduction leads tapansion of social network of
employees, which may in turn lead to additionalidbnds such as greater visibility,
information and other forms of support. Conseqyeathployees may perceive higher
level of interactional justice which leads to iresed sense of commitment.

Dansereau et al (1995) suggest that successfugrieatb not treat all their employees
similarly; rather they individualize their relatisimps with employees according to the
needs and motivations of each one of them. Hoopdr Martin (2008) suggest that

leaders should maintain appearance of equal trestam®ong coworkers where high

solidarity in team is required (P: 27). Similarklyaders may need to allocate tangible
resources differently among members according éo 8pecific nature of tasks ( equity

rules) but they should distribute intangible resesr in the form of regard, respect, trust
and obligation equally to all team members ( edqualiles)

Lind and Tyler (1988) presented Relational Modejustice and linked justice perception

directly to the role of supervisor and authorityuies. They explained that if individuals

have positive relationship with their supervisagyttperceive fairness in procedures used
by the organization. These perceptions of orgaiozal justice are important because

they eventually result in outcomes that affect btitt employee and the employing

organization directly, as mentioned above.

Ambrose and colleagues (2002) explain that if apleyee perceives an injustice from
the structural or organizational source they ar@eeted to retaliate against the
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organization on the whole, but when they perceikis injustice to be related to
supervisors they may retaliate either to supervaone or to the organization on the
whole.

2.5.1 LMX Promoter and LMX Tutor

A PhD student is supervised by daily tutor and prtnduring the tenure of his research.
In UT, not all the PhD candidates have both a dsilgervisor (tutor) and a promoter,
although most of them have. A distinction is beingde between LMX tutor and LMX
promoter to explore the independent influenceseftivo sub scales of LMX on justice
perceptions of PhD’s and their subsequent effect@nmitment with UT and turnover
intent. It is assumed that since both tutor andnoter have different degree of influence
over various HR practices, the quality of LMX withem may also generate varying
levels of justice, commitment and turnover intenkor example the tutor is expected to
have direct and much greater influence over th&kwontent, nominating the student for
various courses, performance appraisal etc.

The above mentioned various aspects of theory Usaie the development of following
hypothesis:

H1: The quality of LMX influences PhD candidatesstjce perceptions regarding
various HR practices positively.

2.6  Organizational Justice, Organizational Commitmat and Turnover intent

As mentioned before, various authors found a k@lastiip between organizational justice
perceptions of employees and organizational comartmHowever, how different
dimensions of organizational justice interact wdtfierent forms of commitment is still a
point of conflict between authors, as differentdstéindings support different hypothesis
drawn by authors. McFarlin and Sweeney (1992) ootedl a survey on bank employees
and found that distributive justice ended to beranger predictor of personal outcomes
than procedural justice, whereas the reverse wesfar organizational outcomes. The
fairness of a firm's procedures may have a greedpact on organizational commitment
than the fairness of distributive outcomes that keos receive, perhaps because
procedures define the organization's capacitydattemployees fairly. Thus, if they see
procedures as fair, employees may view the orgaaizgositively, even if they are
currently dissatisfied with such personal outcomes low pay raise. It was also found
out that fair procedures also lead to positive @atdns of the supervisors. Result of
regression analysis done by Mcfarlin and Sween@pat this noting of theirs (1992).
Briefly, according to referent cognitions theorg, explained before, individuals evaluate
their work experiences by reflecting on "what mighhve been" under different
circumstances and conditions (Folger, 1986a). Theirfgs by Sweeney and Mcfarlin
(1992) support the applications of Referent cagng theory given by Cropanzano and
Folger's (1989) stating that the outcomes of subatd's evaluation of supervisor and
organizational commitment would be most negativeenvhboth distributive and
procedural justice are low. But positive evaluasiovould be expected when procedural
justice is high, regardless of the level of digttibe justice.

It might however be noted that the studies dond.dye and Vodanovich (1995) on a
sample of university employees showed differerdifigs. They concluded that outcomes
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(distributive justice) were a better predictor ofj@anizational commitment than elements
of procedural justice. These findings have beernagx@d with the view that temporal
factors may affect perceptions of organizationadtige, that is, that the relative
significance of Procedural Justice and Distribuflustice Judgments varies over time.

The following conclusion may be drawn from the gade in results of studies done by
above mentioned authors. Sweeney and Mcfarlin octiedutheir research to study
employee reactions to organizational proceduregemeral and in normal circumstances.
However, Lowe and Vodanovich (1995) conducted thesearch soon after restructuring
and job classifications took place in the universitting so employee reactions might be
different and they attaching the organizationalconoies of satisfaction and trust in
supervisor and organizational commitment more tetributive outcomes than to
procedural outcomes. Another possible reason betistlibutive justice as a better
predictor of attitudinal outcomes of employees rigé that employees are not exactly
aware of the procedures used by the organizatidrirerefore rely on outcomes.

Prior empirical research has provided considerabledence that the level of
organizational justice is directly related to thealify of social exchange relationships
between individuals and their employing organizagiand has proven to be a significant
predictor of a number of important employee at@sicand behaviors including job
satisfaction, organizational commitment, organmai citizenship behavior and
intentions to leave (Masterson et al, 2000; Rupgp @ropanzano, 2002). Malatasta and
Byrne (1997) tested the proposition that procedwaadl interactional justice differ
because they are associated with different distingtcomes of social exchange
relationships. According to their model, percepsiaf procedural justice are based on an
organization’s formal policies. They found that induals reciprocate perceptions of
fairness in procedures by exhibiting organizatiosaimmitment and organizational
citizenship behavior. Furthermore, they suggesté@rdnt outcomes of interactional
justice thus making a distinction between proceldarad interactional justice. They
showed in their findings that interactional justmerceptions of individuals lead them to
reciprocation in form of commitment and organizadéb citizenship behavior directed
towards supervisor. Masterson et al (1997) arraesimilar conclusion. They suggested
in their studies that procedural justice involvexial exchange with the employing
organization. Perceptions of procedural justiceegadmployees feelings of POS which
gives higher sense of organizational commitmentfemer intentions to quit. Malatasta
et al (1997) moreover, concluded that interactigmstice on the other hand, causes high
quality leader-member exchange which in turn resutt organizational citizenship
behavior related to supervisor and higher job fati®n. They tested their model with
two studies both of which supported their hypoth@sid theoretical explanations. As was
found for LMX, distributive justice was a consistgiredictor of commitment as well.
This demonstrates that organizations that provigieitable and fair rewards for their
employees can increase the level of commitment sioytheir employees.

Similarly Rupp & Cropanzano (2002) suggested a tiagaelationship between justice
perceptions of employees and their intent to léavkeir findings.

We develop the following hypothesis based on litee

H2: The justice perceptions of PhD candidates regay various HR practices influence
their organizational commitment positively.

20



M.Sc. Business Administration Thesis U.Twente

H3: The justice perceptions of PhD candidates rdigey various HR practices influence
their intent to turnover negatively.

2.7 LMX, Commitment and Turnover intent

Research on LMX has shown significant associationgh many important work
outcomes. For example, LMX is negatively relatedumover and turnover intentions
(Vecchio and Gobdel, 1984) and positively related drganizational commitment
(Duchon, Green, & Taber, 1986). LMX quality has meeund to be a consistent
predictor of job-related attitudes such as orgdimal commitment and satisfaction with
supervision, and behaviors such as performanceoggahizational citizenship behaviors
(Kidd and Smewing, 2001). Stinglhamber et al (20§13je that employee’s perception of
the support of their supervisors (PSS), lead tw #raotional attachment to the supervisor
(affective commitment). This affective commitmentlwe developed through satisfying
intrinsic job conditions as they increase feelingsare and respect from supervisors and
can let employees feel that they are valued by gwervisor Supervisors can influence
these conditions through providing opportunitiesdoallenge and personal development.
This authority is mostly absent in the case of tegible, extrinsically satisfying job
conditions such as pay and benefits which are afttablished by the organization or HR
specialists. Supervisors then may not only reptedmrt also partly replace the
organization in keeping their employees motivatad willing to stay (Stinglhamber et
al., 2003)

Kacmar, Carlson and Brymer (1999) studied the awkewts and consequences of
organizational commitment. Amongst other antecexldike age, gender and marital
status, they also studied LMX and distributive igestconstructs. Their statistical findings
showed significant relationship between LMX, andnaaitment (p. 989). The exchange
quality of the relationship between the supervisond subordinates in the sample used
(i,e. LMX) did directly affect the subordinates’ elengs of commitment to the
organization. Specifically, the better the relasioip, the more committed the employees.
LMX was noted to be equally related to all forms @dmmitment, indicating that
supervisors can make a big difference in the comanit level of their employees.

Hooper and Martin (2008) conducted research ondifferent samples of employees to
study the affects of perceived LMX variability omployee reactions and concluded that
personal LMX quality was a strong predictor of eaygle reactions while perceived
LMX variability was related to employee job satidfan, organizational commitment and
well being. It is suggested by their research that person perceives that he is being
treated favorably by his leader compared to hisarker, he considers this differential
treatment as fair, but if the coworker is beingateel as favorably, then the worker
considers it as unfair by the leader. This unetpeatment by the leader to the members
of the same team/group may lead to elements alidishind conflict among co workers.

Likewise, the LMX literature demonstrates that ¢ulity of LMX is consistently related
to organizational turnover intentions, meaning lirgher the quality of LMX, the lower
the employees’ intentions to leave the organizat{dMecchio & Gobdel, 1984).
Furthermore, they have proposed and found a negedlationship between LMX quality
and turnover intentions. Dansereau et al. (197ppaeud the same findings and explain
that this inverse relation is because employeésgh quality LMX enjoy high levels of
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trust, emotional support, and related benefits amegh to their lower-quality LMX
counterparts and vice versa.

The following relationship is hypothesized:

H4: The quality of LMX influences PhD candidatg3iganizational commitment
positively.

H5: The quality of LMX influences PhD candidategent to turnover negatively.
2.8 The meditation conditions

Baron and Kenny (1986) studied distinction betwesrderator and mediator variable
and explained various mediation conditions for twe variables. They explain that a
variable can be termed as mediator when: (i) thdependent variable (LMX)
significantly affects the mediator (distributivesjice/procedural justice/interpersonal
justice and informational justice) shown by patindigure below; (ii) the independent
variable significantly affects the dependent vadsab(organizational commitment, and
turnover intentions) shown by path c ; (iii) the disors have significant unique effects
on the dependent variable shown by path b; andhi{e/geffect of the independent variable
on the dependent variables shrinks upon the addiiothe mediator to the model.
According to Baron and Kenny (1986), after coningll for the mediator variables
(distributive justice/procedural justice/interparabjustice and informational justice, path
a and b in the model below), the power of the imthelent variable (LMX) to predict the
dependent variables (organizational commitment, tantbver intention) should become
significantly smaller (for partial mediation eff¢ar non-significant (for full mediation
effect). Partial mediation, according to them, aades the existence of other mediator
variables also in the relationship between deperaiash independent variables, while full
mediation indicates that there is no other mediaoiable in the model. This means that
after controlling for mediator variable path ¢ beas almost non significant or near to
zero.

Mediator

Independent c > Outcome
Variable Variable

Fig.1 Model developed by Baron anddfiny to explain mediation (1986)

2.8.1 Mediation effects of various justice dimensits

This study predicts that distributive, proceduraterpersonal and informational justice
will mediate the relationships among LMX, organiaaél commitment, and turnover

22



M.Sc. Business Administration Thesis U.Twente

intentions. As established in the literature stut§X influences positively subordinates
attitudinal variables such as organizational commaitt and is negatively related to
turnover intent. Also LMX is associated with subioates' perceptions of organizational
fairness. The previous discussion about the relatips among perceptions of
organizational justice and specified outcomes em shows that employees' justice
perceptions may affect their attitudes and intéwastat work. Thus, LMX is related to
work-related outcome variables because LMX affemts employee's perceptions of
fairness, in that a leader treats him or her fairlierms of outcomes and procedures. This
perception of fairness may prompt the employee éciprocate with increased
organizational commitment, and decreased turnowgmtions. The above discussion
suggests the proposition that perceptions of orgaioinal justice will mediate the effects
of LMX on work-related outcome variables. There has been much research showing
this mediating role of various dimensions of orgatibnal justice in LMX and
work/organizational outcomes. The following hypaisas developed:

H6: Perception of organizational justice regardingrious HR practices mediates the
relationship between LMX and organizational comraitirof PhD candidates.

H7: Perception of organizational justice mediaté® trelationship between LMX and
turnover intent of PhD candidates.

2.9 Conclusion literature review

It can be concluded from literature study that Phidents regard their supervisor, be it
tutor and/or promoter, as important sources ofigastThey r have direct authority over
organizational decisions important to them, forregle in designing their task content,
performance evaluations, grant of autonomy, cardewvelopment and training
opportunities ( nominating in seminars, conferermesther short courses) etc. So it can
be stated that satisfaction with one’s supervis@n important determinant of satisfaction
with one’s employing organization (UT for our regdgacontext) which ultimately leads
to higher organizational commitment. An implicatimom this research is that promoters
and tutors should provide visible sings of supp@i®hD’s so that they perceive that their
respective supervisor cares about their wellbeing.
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3 Research Model

Based on the literature review and on the hyposhes come up with the following
model

Antecedent Justice perceptions Consequences
concerning HR practices

Fig.2 Theoretical framework of antecedents and consequences of
Organizational Justice

3.1 Research Methodology

This chapter presents the research methodologyadilto investigate the relationships

among organizational justice, LMX and organizatic@mmitment and turnover intent at

UT. In this chapter, the conceptual model and thsearch hypotheses of the study
developed on the basis of literature review havenbested. In addition, the sample
characteristics, data collection procedures, thaimidtration of questionnaires, and the
measures are presented. The statistical analysisshused in the present study is also
discussed.

3.2 Site

For the purpose of analysis and to solve the reBeguestions, data was collected using
population of local and foreign PhD students atUiméversity of Twente, Enschede, The
Netherlands. It was founded in 1961 and offers atloe and research in areas ranging
from public policy studies and applied physics tontredical technology. The UT is the
Netherlands' only campus university. The UniversifyTwente is the site of a broad
range of research projects in technological, sifierdnd socio scientific disciplines.
Research at the UT is mainly of a ‘fundamentaltsg@’ nature: it focuses on issues
which break fresh scientific ground and, at the esainie, respond to needs in society. It
is impossible to imagine research at the UT withthig focus on practical usage. It
underlies numerous new applications, appliancegerys and methods. In addition, the
UT is a place for fundamental research, spurrebyotine curiosity of its scientists.

The organization has a total scientific staff ofpegximately 620 employees. The
rationale for selecting this university is the cenient and easy access to data and
chances of a higher response rate and its apptepess for the research questions,
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leading to higher reliability, The organization’sanagement is interested in increasing
organizational commitment level of its scientiftaff and also in attracting and retaining
talented employees and agreed to participate irstindy of examining the relationship

between employees’ beliefs regarding justice pdieep and employees’ organizational
commitment.

3.3 Population

The target population for this study included Phidents currently doing their research
at the University of Twente and all of them havangupervisor. All PhD’s with different
kind of employment contracts were included. Allatemployees were excluded for the
purpose of this research. Few studies have exantimgkind of research especially in
the University setting. Thus, the study could oienew context to test external validity,
the generalizability of existing evidence, and jpdevnew insights into the area of
organizational justice and LMX.

3.4 Study variables

In this study four scales were used to measuredhstructs of interest. They included (1)
employees’ organizational commitment (affective agitment, continuance commitment
and normative commitment) as the dependent variatder investigation (2) Intention to

leave as another dependant variable, (3) LMX asinglependent variable and (4)

Organizational justice as a possible mediator wégia Measures designed to collect
demographic information about the subjects, incigdiex, education; job status, job title,
and length of employment were also used.

3.5 Scale

The items used for measuring scales are annextéplpendix 1.

3.6 The survey instrument and data collection

The survey was developed online and distributedeviail to all departments of the
university in the target population. The platforinRzNut (PhD’s network association)
was used for the purpose. The initial draft of theestionnaire was sent to the PhD
experts of the university (P-Nut board members)tfair feedback to ensure the face
validity and readability of scale items. Based beirt feedback the wording of some of
the questions was slightly modified.

There are a total of 620 PhD candidates in theeusity out of which 550 are registered
with the P-Nut. Questionnaires were therefore se®50 PhD’s in cooperation with the
P-Nut board members.

Questionnaires were sent online to 550 PhD studmritef a total of 620 at the UT. 136
guestionnaires were filled out of 550 and out oésth 136, completely filled in
guestionnaires were 12fving a response rate of 22%. The remaining 1gaeses were
excluded for the purpose of analysis due to exeessiissing data. The demographic
statistics for the employees are described in Table
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Table 1: Demographic characteristics of the respatents (N=122)

Personal Data No of Respondents Percentage
Gender

Male 80 66
Female 42 44

No. of years at UT

Less than 1 year 18 15

1 year — less than 2 years 37 30.3
2 years — less than 3 years 31 25.4
3 years — less than 4 years 19 15.57
4 years — 5 years 11 0.09
More than 5 years 06 0.05
No. of children < 12

Yes 14 11.48
No 108 88.52
Department

MB 32 26.2
GW 09 0.07
EWI 36 29.5
CTW 21 17.2
TNW 24 19.7
Nationality

Dutch 70 57.3
German 02 0.016
Other EU country 12 0.098
Other non EU country 38 31.14
Employment status

AlO 95 77.8
e][e] 05 0.04
Lecturer 0 0
Researcher 4 0.0327
Assistant professor 0 0
Scholarship student 06 0.0491
Non employed, my contract

expired 0 0

Non employed ( so called

external PhD candidate 08 0.0655

Tests of internal consisten¢Zronbach's alpha) were conducted to assess tlailie)i

of each of the scales used. All of the measurelsided in the questionnaire showed
adequate levels of internal consistency reliabilltige internal reliability for the measures
ranged from .262 for the measure of affective commant to .980 for the measure of

interpersonal justice tutor. Table 2 reports thecdptive statistics for the measures used,
including mean, standard deviation, and internakeiency reliability for each measure.

Table 2: Descriptive Statistics and Reliability Esmates of Scales Used (N=122)
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Variables No. of items Mean SD Alpha
Distributive Justice 32 3.24 0.89 0.95
Procedural Justice 4 3.13 0.80 0.84
Interpersonal Justice Promoter 4 3.86 1.00 0.97
Interpersonal Justice Tutor 4 3.77 1.05 0.98
Informational Justice Promoter 5 3.29 1.00 0.93
Informational Justice Tutor 5 3.35 0.99 0.96
LMX Promoter 15 3.37 1.05 0.96
LMX (Tutor) 15 3.39 0.94 0.97
Affective Commitment 8 2.96 1.03 0.26
Continuance Commitment 8 2.83 1.01 0.55
Normative Commitment 7 2.82 0.92 0.30
Turnover Intent 4 3.20 1.33 0.90

The SD for Interpersonal justice Promoter, intespeal justice tutor, Informational
justice Promoter, LMX Promoter , continuance commeitt and Turnover intent shows
values higher than one, meaning that for theseescalesponses of candidates varied
greatly from their means.

3.7 Statistical analysis and results

In order to test the hypothesis’ H1, LMX PromoterdaLMX tutor were regressed
separately on all the dimensions of organizatijuistice one by one to show their relative
influence. Table 3 presents the results.

Table 3: Regression results for LMX and Justice diransions of the model

Distrib Procedural Interpersona Interperso Information Informatio

Constructs utive Justice | Justice nal Justice al Justice nal Justice
Justice (Promotey (Tutor) (Promoter)  (Tutor)
Std.p StdB StdB Stdp StdB StdB

LMX

(Promoter) 0.98 0.96 0.98 0.97 0.98 0.97

LMX

(Tutor) 0.98 0.98 0.98 0.99 0.97 0.98

Note: The results are significant at 0.05 % level

The estimated model shows highly significant effefdtMX Promoter and LMX tutor on
all dimensions of organizational justice therebgmarting the above stated hypothesis.

Table 4: Regression results for Justice dimensiorad outcome variables of the model
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Affective Continuance Normative Turnover
Constructs Commitment Commitment Commitment Intent
Std.p Std.p Std.p Std.p

Distributive 0.98 0.98 0.98 0.5
Justice
Procedural 0.98 0.97 0.98 0.41
Justice
Interpersonal
Justice 0.96 0.95 0.96 -0.39
(Promoter)
Interpersonal
Justice (Tutor) 0.96 0.96 0.96 -0.39
Informational
Justice 0.97 0.96 0.97 -0.52
(Promoter)
Informational 0.98 0.97 0.98 10.40

Justice (Tutor)
Note: The results are significant at 0.05 % level

Table 4 shows regression results between varigusr@ions of justice commitment and
turnover intent. Again the results support hypothé and H3 by demonstrating highly
significant beta coefficient values for commitmectle and significantly negative beta
values for turnover intent showing negative relatimetween justice and turnover as
hypothesized.

Table 5: Regression results for LMX and outcome vaables of the model

Affective Continuance Normative Turnover Intent
Constructs Commitment Commitment Commitment Std.p
Std.p Std.p Std.p )
LMX 0.97 0.96 0.97 -0.57
(Promoter)
LMX
(Tutor) 0.98 0.96 0.97 -0.51

Note: The results are significant at 0.05 % level

Table 5 shows regression results between LMX PremobtMX tutor, affective
commitment, continuance commitment, normative commaint and turnover intent.
Again the results support hypothesis H4 and H5 bsnahstrating highly significant
positive beta coefficient values for commitment arebative beta values for turnover
intent.
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Table 6: Regression results for LMX, Affective comniment, Continuance
Commitment, Normative Commitment and turnover whendistributive justice acts
as mediator variable

Affective Continuance Normative Turnover
Constructs Commitment Commitment Commitment Intent
Std. B Std. B Std. B Std. B
Distributive justice 0.74 0.96 0.85 -0.53
LMX Promoter 0.06 -0.02 0.13 -0.71
LMX tutor 0.19 -0.01 0.10 0.06

Note: The results are significant at 0.05 % level

To test the mediating effects of distributive, mrdaral, informational Promoter,
informational tutor, interpersonal Promoter andeipersonal tutor justice in the
relationship between LMX affective commitment, adonance commitment, normative
commitment and turnover intent, all the justice eitsions and LMX were taken as
independent variables and regressed on dependaaibiea of the model individually. As
hypothesized and as per the condition of mediatima predictive power of LMX
becomes insignificant in all cases when justiceedisions are entered into the equation
as another independent variable. The findings fallpport hypothesis. Table 6 shows
significant reduction in predictive power of LMX dtnoter and LMX tutor when
distributive justice is entered in to the equatas another variable thus showing full
mediation.

Table 7: Regression results for LMX, Affective commment, Continuance
Commitment, Normative Commitment and turnover whenprocedural justice acts as
mediator variable

Affective Continuance Normative Turnover

Constructs Commitment Commitment Commitment Intent
Std.p Std.p Std.p Std.p
Procedural Justice 0.40 0.58 0.53 -0.86
LMX Promoter 0.22 0.19 0.28 -0.33
LMX tutor 0.37 0.21 0.18 0

Note: The results are significant at 0.05 % level

Table 7 shows significant reduction in predictivemer of LMX Promoter and LMX
tutor when procedural justice is entered in togheation as another variable but here the
mediation is partial as LMX Promoter and LMX tustill have small effect on dependant
variables of the model. Results support hypothidsiend H7 although mediation in this
case is partial.
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Table 8: Regression results for LMX, Affective comniment, Continuance
Commitment, Normative Commitment and turnover when Interpersonal justice
(Promoter) acts as mediator variable

Affective Continuance Normative Turnover

Constructs Commitment Commitment Commitment Intent
Std. Std. B Std. B Std. B
Interpersonal Justice Promoter 0.08 0.01 0.09 1-0.1
LMX Promoter 0.44 0.50 0.51 -.48
LMX tutor 0.54 0.46 0.38 -.25

Note: The results are significant at 0.05 % level

Table 8 shows significant reduction in predictivemer of LMX Promoter and LMX
tutor when Interpersonal justice (Promoter) jusiscentered in to the equation as another
variable but here the mediation is partial agaibMX still has some effect on dependant
variables of the model. The beta value here dexlirem 0.9 to 0.5 on average when
LMX is regressed on different dimensions of comneitrin showing mediation of
Interpersonal Justice Promoter. Results suppormthgsis H6 and H7 although mediation
here is partial again.

Table 9: Regression results for LMX, Affective comntment, Continuance
Commitment, Normative Commitment and turnover when Interpersonal Justice
(tutor) acts as mediator variable

Affective Continuance Normative Turnover

Constructs Commitment Commitment Commitment Intent
Std. B Std. Std. B Std.
Interpersonal tutor 0.04 0.19 0.12 -0.01
LMX Promoter 0.43 0.48 0.55 -.44
LMX tutor 0.51 0.30 0.32 -.13

Note: The results are significant at 0.05 % level

Table 9 shows significant reduction in predictivemer of LMX Promoter and LMX
tutor when Interpersonal justice (tutor) is enteiredo the equation as another variable
but here the mediation is partial as well as LMXI $tas some effect on dependant
variables of the model. Results support hypotheisand H7 although mediation is
partial again.

Table 10: Regression results for LMX, Affective comitment, Continuance
Commitment, Normative Commitment and turnover when Informational justice
(Promoter) acts as mediator variable

Affective Continuance Normative Turnover

Constructs Commitment Commitment Commitment Intent
Std. B Std. B Std. B Std. B
Informational Promoter 0.22 0.28 0.25 -0.21
LMX Promoter 0.26 0.29 0.37 -0.33
LMX tutor 0.5 0.41 0.37 -0.21

Note: The results are significant at 0.05 % level
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Table 10 shows significant reduction in predictp@ver of LMX Promoter and LMX
tutor when Informational justice (Promoter) is eatkin to the equation as another
variable .Here the mediation is partial as LMX Istihs some effect on dependant
variables of the model.

Table 11: Regression results for LMX, Affective comitment, Continuance
Commitment, Normative Commitment and turnover when informational justice
(tutor) acts as mediator variable

Affective Continuance  Normative Turnover

Constructs Commitment Commitment Commitment Intent
Std. B Std. B Std. B Std. B
Informational tutor 0.45 0.58 0.56 -0.09
LMX Promoter 0.32 0.35 0.42 -0.41
LMX tutor 0.22 0.05 0.01 -0.18

Note: The results are significant at 0.05 % level

Table 11 shows significant reduction in predictp@ver of LMX Promoter and LMX
tutor when informational justice (tutor) is enterni@dto the equation as another variable
but here the mediation is partial as LMX still hesry small impact on dependant
variables of the model

Table 12: Regression results for LMX, and differentHR practices

Task Monetary Career & Working
content benefits development iti
Constructs Std. B Std. B opportunities Cogt(;llltg)ns
Std. B '
LMX Promoter 0.981 0.973 0.978 0.975
LMX tutor 0.979 0.979 0.976 0.973

Note: The results are significant at 0.05 % level

The above table shows the influence of LMX proma@ted LMX tutor on varying HR
practices used by the university. These HR pragti@e been categorized into main sub
categories by taking the individual HR practiceniralistributive justice scale and then
making the sub groups of similar practices. Fomgpla Task content includes the HR
activities related to work characteristics of the@DPcandidate ranging from degree of
autonomy in his work, challenge in work and varigtywork. Results show very high
beta coefficient values for all the sub categoagainst both LMX promoter and LMX
tutor showing their high extent of influence.
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4 Discussion and conclusions

The results of the regressions analysis carriedwangly supported all the hypothesis of
the study and the findings by other researchersdisuss hereunder the hypothesis of
the model one by one:

In order to test the first hypothesis, LMX Promotard LMX tutor were regressed
separately on all dimensions of organizationaligasseparately and the results were very
high and similar beta values appeared for bothstii® dimensions of LMX. For LMX
Promoter, distributive justice, procedural justiceierpersonal justice (Promoter),
interpersonal justice (tutor) informational justi¢@romoter) and informational justice
(tutor), the values were 0.983, 0.959, 0.977, 0.9%284 and 0.973 respectively. For
LMX tutor , distributive justice, procedural justic interpersonal justice (Promoter),
interpersonal justice (tutor) informational justi¢@romoter) and informational justice
(tutor) the beta values were 0.983, 0.959, 0.987 ) 0.984 and 0.973 respectively.

As explained before, the distinction was made betweViX Promoter and LMX tutor on
the premise that since both have different deg@esnfluence over different HR
practices, therefore both may have distinct affeatslifferent dimensions of justice. But
not much difference was found in this respect. &som for this could be the simple fact
that not all PhD students have both a Promoteraatudor. Or maybe respondents did not
make meaningful discriminations between the two dirhensions in their responses.
Therefore they just filled the questionnaire simitaboth the Promoter and tutor (did not
make any distinction). However important to noteehis that the results supported our
hypothesis that quality of relationship between nRwter/tutor and PhD student
effectively influences their justice perceptiongarling HR practices.

The results of the study revealed that leader-membehange is a positive predictor of
procedural, distributive, interpersonal and infotimaal justice, as hypothesized. In other
words, if a PhD candidate perceives a higher lenfelquality in exchange in his
relationship with his Promoter/Tutor, the PhD wadllso perceive a higher level of
distributive, procedural, interpersonal and infotimaal justice. The results of this study
support previous research on the impact of theityuaf the supervisor-subordinate
relationship on the fairness perceptions of subatdis (Dansereau, Graen, & Haga,
1975). Thus PhD candidates having quality workiatatronship with their supervisor
would probably receive more justification for prdoeal justice (i.e., distribution of
resources) as well as distributive justice (i.atgér actual amounts of those resources),
due to the relative advantage of higher qualitgrattions and a closer relationship with
the supervisor. They may also receive more oppiidsrio visit conferences’ and attend
other seminars and courses adding to their careeel@pment. Their perceptions of
fairness are enhanced when they feel they are lvaiogd by their supervisor.

Hypothesis 2 and 3 were formed to test the assomiiiat perceptions of organizational
justice by PhD’s will positively influence theirganizational commitment and negatively
influence their intent to turnover. Table 5 shohes tesults. Although other dimensions of
justice also showed strong influence on affectigntinuance and normative
commitment and intent to turnover, the value ofabatefficient was particularly higher
when distributive justice was regressed on dimerssiaf commitment and turnover. It
means that if PhD’s perceive fair treatment wheroines to distribution of rewards and
fairness in the use of other HR practices measuttisggibutive justice scale, it affects
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their commitment most. The results strongly supgabrthe hypothesis once again.
Distributive justice has a direct positive influenon affective, continuance and
normative commitment and is negatively relatedutmaver intentions, as hypothesized.
The results of this study support previous reseeottiducted to explain the importance of
the allocation phenomenon in organizations (Fodfonovsky, 1989). For example,
people tend to be more satisfied with outcomes flergeive to be fair than with those
they perceive to be unfair. In addition, people rnagnpare the adequacy of the rewards
they receive to their expectations, or referenhddiads. Thus, if a PhD candidate feels
discontent in what he receives compared to thosereferent other, he is more likely to
show lower commitment with his organization.

Table 6 shows that procedural justice has a dpesitive influence on commitment and
negative influence on intent to quit as hypothesizecould be concluded that if a PhD
candidate perceives fairness in procedures uséashyrganization, he is likely to exhibit
higher levels of commitment and consequently lowweant to quit. Same is supported by
theory stating that people are more accepting oistens that result from fair procedures
than with decisions that result from unfair proesss

The table also showed direct positive influencenédrmational and interpersonal justice
perceptions of PhD candidates on their commitment rregative influence of the same
on their turnover intent. It means that if a PhiDdidate perceives that his promoter/tutor
is candid in communications with him and also ex@®aprocedures used to arrive at
distributive outcomes thoroughly, timely and in aktit will affect his commitment
positively and his intent to turnover negativel§imilarly perceptions of being treated
politely and with respect and dignity strongly gpakitively impact PhD’s commitment
level and negatively impact his turnover intentn&ly feedback from the supervisor and
way of communication of the same is also imporfaart of informational justice. If for
example, a candidate is given a negative feedbatknba nice manner, it affects his
motivation and commitment level differently thantlie same message is conveyed in a
harder tone. In other words conveying of same faekitbut in harder tone may arouse
feelings of informational injustice in the mind d?hD leading to his impaired
commitment level and increased intent turnover.

Results also suggests a possibility that qualitsetdtionship with the supervisor can be a
very effective mean by which universities can byi&tceptions or organizational justice
regarding use of various HR practices and in tastder a reciprocal attachment by the
PhD’s and also sense of obligation will be devetbpethe mind PhD to remain in the
university and to do research for it. He may alsalign his goals or directions of his
research in accordance with the goals of the usityerSimilarly PhD’s perceptions of
justice in presenting him opportunities of trainiaugd development and polish his skills,
resulting from good relationship with supervisoraymalso increase his continuance
commitment with the specific university he is inus making it difficult for him to leave,
for example benefits would be lost and acquiretlsskiight be less useful elsewhere due
to change in specific direction of research. Sanately intent to quit of the PhD will
also be low. Important to note here that contineaoommitment of the PhD is also
expected to be more with the organization becatideeaosts associated with leaving the
organization in terms of time which might be waste switching. So LMX has the
potential to affect all dimensions of commitmerfeefively.
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It is important to note here that mediation hype#®e did not suggest partial or full
mediation of different dimensions of justice. Thesults showed full mediation of
distributive justice concerning HR practices, megnthat perceptions of fairness in
outcomes by PhD’s reduces the direct impact of LidiXcommitment and turnover intent
to almost 0. However the impact of LMX on the ousvariables reduces to a great
extent but still remains significant when other iables like procedural justice,
interpersonal justice and informational justice argoduced in the model. A possible
explanation for these results could be that indigld care about different aspects of
justice differently. Some dimensions of justiceatel more to economic interests, some
relate more to interpersonal interests and sonhgein€e moral principals more. For some
individuals one aspect/dimension of justice could mmore important than other.
Moreover, it could also be the case that one difoarsf justice could be more important
to a candidate at one point of time and the otimaedsion might become more important
at another point in time or the same may vary atogrto different situations.

Hypothesis 4 and 5 were formed to test the infleeoicLMX Promoter and LMX tutor
on different dimensions of commitment and turnameent individually. Table six again
supports the hypothesis fully by suggesting str@ugitive beta values for LMX
Promoter, LMX tutor, affective commitment, contimea commitment, normative
commitment and strong negative beta vales for wenantent. The results support the
previous theory also by suggesting that if a Phihdaate has a good working
relationship with his promoter or his tutor, itsirggp to positively affect his commitment
and negatively affect his turnover intent.

Hypothesis 6 and 7 were formed to test the mediaftects of justice dimensions in the
relationship between LMX, commitment and turnovidre results strongly suggested that
the affects of the quality of relationship with sayisor and their effect on behaviors of
the candidates are mediated through the processesal to the candidates i.e. through
the organizational justice perceptions formed bl Btudents. These perceptions appear
to strongly intervene between the inputs and ostptithe conceptualized model. Test of
this mediation role of justice helps build a megkanwhich fully explains how and why
LMX affects the organizational commitment levelRiiD’s and their intents to turnover.
Therefore, leader-member exchange affects emplboypegznizational commitment, and
turnover intentions through its effects on orgatizal justice. Results proved that after
controlling for mediation by distributive justicengension effect of LMX promotor and
LMX tutor reduces significantly from beta coeffioie of 0.96 to -0.02 only for
continuance commitment and same goes for otherrdifmes of commitment as shown in
table. Similarly beta values show that LMX effectach less strongly the turn over intent
of PhD when their distributive justice percepti@s controlled. Table 7 gives evidence
of full mediation of distributive justice in the @m of LMX and work outcome variables.
The mediation effects were however partial wheneotlimensions of justice were
controlled and effect of LMX on organizational comtment and turnover intent studied,
showing the existence of multiple dimensions ofiggs each having its own peculiar
mediating effects, thus supporting our model fuRglatively stronger mediation effects
of distributive justice dimension on the predictord criterion variables of the model
seem logical also because the items measuringibdiste justice are of greater
importance to the PhD candidate. It means thattad2imdidate is more concerned about
justice perceptions regarding outcomes of workingditions, degree of autonomy and
freedom that he has in conducting his researclijties available to him crucial for his
research, his salary/stipend amount, and careexl@@went opportunities given to him
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and so on. All these HR activities are directly trolhed/influenced by the daily tutor and
promotor of the candidate.

In order to highlight the importance of LMX and itdluence on HR practices carried out
by the organization LMX was regressed against tagmmategories of HR practices. All
these categories are of fundamental importanceetd®hD candidate. The beta value for
task content turned out to be 0.981 for LMX promaad 0.979 for LMX tutor which
shows that the supervisor has great impact on tbek wharacteristics of the PhD.
Supervisor is in direct control over the degreeaofonomy given to the PhD, he plays
pivotal role in deciding the direction for the raseh area of the PhD, his consent and
support is what the student depends on at alldevié¢le amount and degree of variety in
work and challenge in work are other important aspdor which the PhD directly
depends on the supervisor. High quality of LMX malgo lead for the PhD towards
greater autonomy over his work; he may choose @freasearch more autonomously. He
may also get more enriched work opportunities. tAise factors also psychologically
empower the candidate, he feels secure and sugdayteis supervisor and theses factors
result in higher commitment and satisfaction of ttandidate with his work and his
organization and much lower his intent to turnover.

Similarly the beta values for other important HRegmry of career and development
opportunities was as high as 0.978 for LMX promated 0.976 for LMX tutor showing
that both the tutor and supervisor are of fundaaiemtportance in shaping the career and
development opportunities of the PhD. A trainingl aupervision plan is supposed to be
filled out by the supervisor of the PhD candidaithvin first three months from the date
of commencement of PhD’s tenor as per UT policyUTh the several courses available
to a PhD candidate include:

Course Technical Writing and Editing

Presentation Skills

Theatre Skills for Powerful Presentations

Creative Thinking Techniques and Knowledge Managgme
Systematically Searching for Information

Tips for AlOs

Supervising MSc-Projects

Orientation on the Dutch Educational System ancBdticational Policy
Task based learning: an efficient and flexible mézy model Course
Professional Effectiveness for Doctoral Students

Personal Leadership

Working on a project basis

Effective Personal Communication

How to present and create a distinct profile ofrgelf

O O0OO0OO0OO0OO0OO0O0OO0OO0OO0OO0OO0oOOo

Role of supervisor again can not be over estimatiedis the person going to nominate
the student for the number of courses to be attbedeh year. Similarly the amount of
national and international conferences to be aétériny the PhD is also to be decided by
the supervisor. Again, the quality of relationshiph the supervisor is expected to bring
more development opportunities and the analysip@tip this conclusion also. The better
the career and development opportunities availablae PhD candidate, the better will
be his distributive justice perceptions regardirgg wof HR practices and that will

ultimately translate into his high level of motiiat, satisfaction and commitment to the
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organization and will reduce his intent to turnoifeany. Therefore evaluations of career
development practices were found to be strong pred of affective, normative and

continuance commitment. This is not surprising beeathis kind of courses give a
chance to the candidate to improve the skills alufdr him at different phases of his
research. On the basis of these skills he miglathbe to improve the quality of his work

and get them published in journals of internatioealute.

Daily tutor and final supervisor have high degréénfiluence over the monetary benefits
of the candidate also, for example, salary issunesfiange benefits. The supervisor may
not be directly influencing/deciding the amountsafary but definitely he influences the
decision indirectly through the performance evatmabf the PhD. And here comes the
important activity of performance evaluation. Thetot fills in the performance
evaluation form. Good quality LMX gives an oppoityrto the PhD to raise his voice
during the performance evaluation procedure, whickctly affects his satisfaction about
the performance evaluation process thus enhancsngistice perceptions that ultimately
result in higher commitment and lower turnover mteThis participation in the
evaluation process actually makes the candidatk the¢ he has somehow indirect
influence over the whole process.

Good working conditions are other important HR gicacimportant for the PhD. Without
conducive environment, he may not be able to perfaell and his commitment might
be lowered. Results of the research showed high Vmtie when this sub HR category
was regressed against LMX promoter and LMX tutor v®rking conditions we broadly
mean the work-life balance, availability of own p@nent work place, amount of space
in office, facilities to perform research well atiie amount of noise at work place. High
quality of LMX can be translated to better workiognditions and perceptions of justice
by the PhD leading him to have positive organizatlccommitment and negative intent
to quit. Similarly frequency, duration and qualibf supervision are other factors
important for the PhD candidate and are decideallyoby the supervisor. Higher LMX
could also win more support and supervision from titor and promoter resulting in
positive attitudinal outcomes.

The research showed how relationship with supervitves attitudes and behavior.
Therefore satisfaction with one’s supervisor disechfluences one’s perceptions of
fairness in HR practices used by organization, ipddrly distributive justice HR
practices. Through this mediation, desired levdlomganizationally relevant criteria,
such an organizational commitment and turnovemniies could be achieved.

4.1 Implications of research

Despite the fact that organizational justice isimportant factor as a basic requirement
for the effective functioning of organizations (&ngberg, 1990), there have not been
prior empirical research of organizational justioethe university setting. As expected,
this study revealed the importance and impact @rjpersonal working relationships in
understanding employees' perceptions of fairnesseahanced our understanding of the
organizational justice factors fundamental to wrelated outcomes in the scientific
industry. Thus, this study provides a basis foeagshers to further test the relationships
among these constructs in university setting.
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The result of the study has some practical impbeet for the UT management in
particular and also could be generalized to theagament of other universities. In order
to reduce the burgeoning gap between the demanddong researchers and their
available supply and also to retain the availaglent, its important that highly important
role of supervisor be high lightened. The resuhlieve that quality of LMX promotes
justice perceptions of PhD’s and that affects trmammitment and turnover intent
subsequently. A possibility could be that supemddze trained in such a way to improve
individual working relationships with the PhD’s. ideare some of the recommendations
that we make on the basis of the research:

4.1.1 Recommendations for the Dutch Government

1. To support research more liberally, give more redefunds, more research
scholarships, give awards for best papers in dafth feduce
paper/administrative work for foreign researchigsilitate them for their easy
adjustment in Dutch society etc. Additional berseliike cheap transportation,
cheap meals, cheap residences etc may also bellhalpttracting and retaining
foreign talent. This could work by enhancing thstalbutive justice perceptions of
PhD students at the time of recruitment and aftede/éeading to higher
organizational commitment (particularly continuawoenmitment) and intention
to stay.

2. Research income from the public sector be dividezbing to the share and
quality of research by each university.

4.1.2 Recommendations for the University Management

1. Additional attractive benefits should be givenhe tesearchers who come up
with best quality research (based on yearly peréoree). This recommendation is
in line with the equity theory of Adams.

2. Only active researchers should be allowed to sigeRhD students. This could
help enhance quality of LMX between supervisor gredPhD candidate based on
important LMX dimensions ofontributionandprofessional respeciyhich will
in turn lead to desired goals of increasing committrof the candidates through
the mediation of positive justice perceptions.

3. Supervisors should be given the freedom to findahdit the research students
themselves. This could also help build quality dgadlationship.

4. University paper/administrative/manual work shobkl minimal thereby giving
higher chance of interaction/communication with damdidate. This means that
this step could influence interpersonal and infdromal justice perceptions of
PhD candidates. It should also be made sure ttieatsupervisor spends good
quality of time in supervising his student(s).

5. Regulations governing PhD research should be magets be implementethus
affecting rater procedural justice and system ptaca justice perceptions.

4.1.3 Recommendations for supervisors:
1. Supervisors should not force students to work gramicular topic; the topic of

research should be of mutual interest. It is imgarto give students feeling of
autonomy and empowerment.
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2. Sufficient incentive/reward should be provided tpervisors for supervising the
PhD’s. Supervision should not be assigned as additior side task. Again, the
step could positively influence the LMX and asstailaoutcomes.

3. Importance of quality relationship with the PhD aswmhsequences of the same
should be made obvious to the supervisor.

4. Tangible resources should be divided among the rdiriaies equitably to get
output from students in order to avoid coworkerftoi lack of solidarity and
perceptions of injustice.

5. There should be a minimum number of publicationseseary for a supervisor to
achieve for being eligible to supervise; this c#émaat more PhD students and
have important consequences for their quality ofknaend commitment towards
organization.

6. Completion rate of PhD’s should be included as ssgcriteria for the supervisor
and the university.

7. There should be a possibility for supervisors terat special courses to improve

cooperation with students.

Reducing the number of PhD’s per supervisor; Ishibuld be placed.

Supervisors be trained in such a manner that thaytake maximum work (and

keep the student committed as well) from the caatdidwvithout creation of

feelings of injustice, if some resources are urialée.

10. Expectations should be made from the PhD candigederding to the facilities
provided to him, he should not be unnecessarilgdned.

11. Supervisor should be easily accessible and commtioircwith supervisor should
not be an issue

12.There should be an individualized training and sup®n plan for each
candidate.

© ®

Most of the research on organizational justice dasfar focused on pay issues and
performance appraisal. This research also includetl range of HR practices such as
task content, training and supervision plan, oppoties to visit conferences etc. This
research provides management an insight into teecgu perceptions of PhD’s. The
results may also help management make better desisoncerning the important role of
supervisor by giving them information about how LMXfluences PhD’s justice
perceptions and work related outcomes.

This study used turnover intentions as an indicaiorjob withdrawal behavior.
Especially, turnover is particularly important ihet scientific industry. As explained
before that many PhD candidates quit their stutigbe middle and brain drain rate is
higher for EU universities due to the unhealthytiehs with supervisors, lack of training
and development opportunities, lack of proper stoidy, indefinite tenor of research and
so on. In this regard, this study has implicatiémsturnover research in the university
setting by providing empirical evidence for relasbips between LMX, justice
perceptions and turnover intent. Meaning that interturnover of PhD candidates could
be much reduced if the quality of relationship witie supervisor is improved. As is
mentioned before that supervisor plays a key raléend the whole employment period of
the PhD, so good interpersonal working relationshigth him can improve justice
perceptions of the PhD which will result in his gy commitment and lower intent to
quit.
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Another important contribution of the researchhiattit incorporated the four dimensions
of organizational justice presented by ColquittQ®0and independent, unique effects of
all of them were studied separately. All the dimens were found to work out with
distinct processes and affected by quality of LMXquely and themselves affected the
attitudes and behaviors of PhD’s separately. Sityilall the justice dimensions showed
separate mediating effects in relationship betwedX, commitment and turnover. The
study thereby highlighted the importance of tregtine informational and interpersonal
justice dimensions as independent rather than anelisnension.

4.2 Recommendations for future research

Some limiting factors were observed during the aede period. Therefore,
recommendations for the future work are mentiomeithis section accordingly.

The PhD candidates had to be approached throughhbenetwork in UT. P-Nut did not
have complete list of all PhD students so the foomld not be sent to all PhD candidates
resulting in a relatively low response rate. Tisi@n area which can be easily improved
on and this could result in a much better respoaise

Another reason for low response rate could be te that the sample was not
approached personally. The contact was made onilgugh email and online

guestionnaire, making it less compelling for thendidates to participate in research.
Depending upon the available time, this shortcongag be overwhelmed in the future
work.

Filling up of multiple questionnaires, some of whiare monotonous, results in lower
response rate. This could be improved by making wgeresting questionnaires.

Data was collected only from the PhD candidatesUdf and other universities in
Netherlands were not involved in this study. Theuts of the study can be generalized
further by replicating a similar kind of researahather universities.

One of the limiting factors hindering the reseamhs the cultural and nationality
differences amongst the PhD candidates in the tsitye Around 44% of the students
come from countries other than Netherlands, thimnigéeng to varying mind sets, cultural
and educational backgrounds. This means that owinghese differences one PhD
candidate with similar kind of working conditionsgght perceive organizational justice
while the other candidate with similar kind of wimd conditions might perceive
organizational injustice or might have differentrqaptions of justice. Moreover
perceptions of fairness of the candidates may vaey time.

Like most of the social sciences researches, anotiportant limitation of this research
was the use of snapshot approach or cross-sectlatatollection. This type of paradigm
makes the causality ambiguous which is unlikelylahgitudinal approach is used.
Longitudinal approach is more advantaged becauseatdlection is done from the same
sample but on regular intervals leading to morembriguous and dependable causality.
Future research could be directed towards longialdinalysis to establish this causality
or also to establish reverse causality if any. Th&ans that future research could also

39



M.Sc. Business Administration Thesis U.Twente

study if LMX mediates the relationship between &ha&imensions of organizational
justice and attitudinal and behavioral outcomes.

Future research could also study the differencesdsn the LMX and justice perceptions
and their behavioral outcomes for foreign and I@tatients. Current study did not make
this distinction. This distinction can be very udefand of particular interest for
management of universities because local candidadesto the scientific knowledge
while foreigners go back to their home countrigerafompleting their projects.

It could also be useful to study if there are aiffecences in LMX relationships and
justice perceptions among candidates having diffezenployment contracts.

Despite its limitations, the research contributadgnificantly to the literature of
organizational justice and LMX by providing impantainsights to the management of
scientific industry. The results showed that wimleasuring PhD’s fairness perceptions
concerning HR practices, the source should be keptind. The results of the study
confirmed the central role played by the supervisoforming these perceptions and
affecting important organizational outcomes throthgm.
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Appendix 1

Scales

The variables are measured as follows:

Distributive justice concerning HRM (Colquitt, J.A., 2001)

The amount of autonomy and freedom in my work

The amount of variety in my work

Challenge in my work

Salary

Fringe-benefits (e.g., retirement pay, reimbursdméiravelling costs)
Job security

Career opportunities

Opportunities for development

© © N o 0o b~ wWwNPE

Opportunities for additional education and training
10. Opportunities to visit conferences

11.The social climate in my department

12.Work pressure

13. Stress

14.Work-life balance

15. Information on rewards and fringe-benefits

16. Information on education and courses
17.Influencing (co-deciding) on the content of my PhD
18. Influencing department decisions

19. Availability of own PC at the work place

20.0wn permanent work place

21.Space in my office

22.Facilities to perform my research well

23.Noise at the work place

24.The amount of appreciation

25.The quality of appreciation

26.The amount of supervision

27.The quality of supervision

28.The amount of support
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29.The quality of support
30.The opportunity to work together with colleagues
31.The adequacy of the professional competence ofnomgier.

32.The supervision and training plan
Procedural justice perceptions(Colquitt, J.A., 2001)

1. The appraisal procedure (judgement on your progmess performance)

2. The procedure concerning the employment statussideemaking on AlO, OIO
or different contract)

3. The procedure concerning labour contract extension

4. The procedure concerning an appointment at theftéF fnishing the PhD

Interpersonal justice Promoter (Colquitt, J.A., 2001)

The following items refer to your promoter. To wiextent:
Has he/she treated you in a polite manner?
Has he/she treated you with dignity?

Has he/she treated you with respect?

P 0N PE

Shows he/she really concern for me?

Interpersonal justice tutor (Colquitt, J.A., 2001)

The following items refer to your tutor. To whatemt:
Has he/she treated you in a polite manner?
Has he/she treated you with dignity?

Has he/she treated you with respect?

A W N P

Shows he/she really concern for me?

Informational justice Promoter (Item 1 and 2 Bies and Moag, 1986, Item 3-5 Shagtiro
al., 1994)

The following items refer to your Promoter. To wieatent:

Has he/she been candid in communications with you?

Has he/she explained procedures (e.g. concerniagy spromotion) thoroughly?

Were his/her explanations regarding the procedwasonable?

P 0N PE

Has he/she communicated details on time?
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5.

Has he/she seemed to tailor his/her communicatomgeur specific needs

Informational justice tutor (Item 1 and 2 Bies and Moag, 1986, Item 3-5 Shagiiral.,

1994)

The following items refer to your tutor. To whatemnt:

a b~ W N BB

Has he/she been candid in communications with you?

Has he/she explained procedures (e.g. concerniagy spromotion) thoroughly?
Were his/her explanations regarding the procedwasonable?

Has he/she communicated details on time?

Has he/she seemed to tailor his/her communicatmgeur specific needs

LMX Promoter (Liden, R. C. & Maslyn, J. M., 1998)

1.

8.

9.

I like my promoter very much as a person

My promoter is the kind of person one would likehave as a friend

My promoter is a lot of fun to work with

My promoter defends my work actions to a superaren without complete
knowledge of the issue in question

My promoter would come to my defence if | wereaated’ by others

My promoter would defend me to others in the orgation if | made an honest
mistake

| do work for my promoter that goes beyond whatspecified in my job
description

I am willing to apply extra efforts on behalf of pyomoter

I don’t mind working as hard as possible on bebathy promoter

10.1 am impressed with my promoter’s knowledge onh@sjob

11.1 respect my promoter’s knowledge of and compet@mcthe job

12.1 admire my promoter’'s professional skills

13.Working with my promoter is very stimulating
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14.My promoter believes in my capabilities

15.1 always get positive feedback from my promoter whachieve a certain goal
LMX Tutor (Liden, R. C. & Maslyn, J. M., 1998)

1 | like my tutor very much as a person

2 My tutor is the kind of person one would likehave as a friend

3 My tutor is a lot of fun to work with

4 My tutor defends my work actions to a superieerewithout complete knowledge

of the issue in question

5 My tutor would come to my defence if | were ‘attadk by others

6 My tutor would defend me to others in the organaratif | made an honest

mistake

7 1 do work for my tutor that goes beyond what iscsfsed in my job description

8 lam willing to apply extra efforts on behalf of mytor

9 | don’t mind working as hard as possible on bebathy tutor

10 I am impressed with my tutor’s knowledge on his/ioér

11 I respect my tutor’'s knowledge of and competencéherjob

12 | admire my tutor’'s professional skills

13 Working with my tutor is very stimulating

14 My tutor believes in my capabilities

15 | always get positive feedback from my tutor whexchieve a certain goal
Organizational Commitment Scale Allen, N. J. and Meyer, J. P., 1990).
Affective Commitment Scale items
1. I would be very happy to spend the rest of nmeeawithin the University of Twente
(Ut

2. | enjoy discussing the UT with people outside it
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3. | really feel as the UT’s problems are my own

4. | think that | could easily become as attacleanother organization as | am to the UT
5. 1 do not feel like 'part of the family' at thé'U

6. | do not feel ‘emotionally attached' to the UT

7. The UT has a great deal of personal meaningéor

8. | do not feel @trongsense of belonging to the UT

Continuance Commitment Scale items

1. I am not afraid of what might happen if | quiy ppb without having another one lined
up

2. It would be very hard for me to leave the UThtigow, even if | wanted to

3. Too much in my life would be disrupted if | déed | wanted to leave the UT now

4. It wouldn't be too costly for me to leave the hidw

5. Right now, staying with the UT is a matter o€essity as much as desire

6. | feel that | have too few options to considening the UT

7. One of the few serious consequences of leaviegUT would be the scarcity of
available alternatives

8. One of the major reasons | continue to worktlher UT is that leaving would require
considerable personal sacrifice — another orgaoizatmay not match the overall
benefits | have here

Normative Commitment Scale items

1. I think that people these days move from comgargompany too often.

2. 1 do not believe that a person must always pallw his or her organization

3. Jumping from organization to organization doetsseem at all unethical to me

4. One of the major reasons | continue to worktlier UT is that | believe that loyalty is

important and therefore feel a sense of moral abbg to remain
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5. If | got another offer for a better job elsewdémwould not feel it was right to leave the
uT

6. | was taught to believe in the value of remajrmyal to one employer

7. Things were better in the days when people dtayith one organization for most of
their careers

Intention to leave Scale Cammann, Fichman, Jenkins, and Klesh, 1979)

1. | often think about leaving the UT after recaetyimy PhD

2. It is very likely that I will actively look foa job outside the UT after receiving my PhD
3. I will leave the UT as soon as | got my PhD

4. Even if the UT would offer me a job after recegymy PhD, | will leave

All instruments in this study provide informati@gponses on 5 point scale (1 = strongly

disagree; 5 = strongly agree).
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