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Abstract 

The purpose of this study was to investigate the role of procedural justice and its effects on job 

performance. Perceived organizational support was taken as moderating between procedural justice, 

affective organizational commitment and work engagement. Affective organizational commitment and work 

engagement was mediating between procedural justice and job performance. For this study, a cross-

sectional research design was adopted. 200 sample have taken from Khyber teaching hospital in Pakistan 

and answered a self-administrated questionnaire. SPSS was used to examine data. Data were examined 

using regression and correlation analysis. According to the findings, procedural justice has a big impact 

on how well people do their jobs. However, the major association between procedural fairness and job 

performance was not moderated by affective organizational commitment or work engagement. The 

association between procedural justice and its effects on organizational commitment and job engagement 

was moderated by perceived organizational support. Hospital employees’ performance can improve 

through perceived organizational support. This study confirmed that 72% indirect effect transmitted 

through procedural justice. To ensure quality health care, work engagement remains important for job 

performance. 

 

Keywords: Procedural justice, Perceived Organizational Support, Work Engagement, Job Performance.  

  

 

Introduction 

 
Healthcare systems in developing nations are now vulnerable to a variety of external and internal influences 

that influence health facility administration and place pressure on top and front-line managers. Important 

care is frequently not provided, and treatment that is provided is frequently insufficient. In the healthcare 

sector, the concept of quality of care is a dominating concept in quality improvement and quality assurance. 

The importance of quality in healthcare has been recognized, but it has gained momentum in recent years 

as a result of the introduction of quality improvement, quality insurance, and patient-centered care 

initiatives. When it comes to healthcare, quality of care rather than money is the most important 

consideration. However, evaluating the technical skill of the service provider, as well as the instant 

outcomes from many treatments is extremely difficult for a patient to do. 
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In Pakistan, health care is provided at three levels which include basic health units and rural health centers 

at each union council. On the secondary level District health quarters (DHQ) and Tehsil headquarters. 

Tertiary care hospitals are linked with teaching institutions and located in metropolitan cities, constitute the 

third level. In Pakistan, a major proportion of the population, roughly 75%, pays for healthcare services 

from private sector hospitals out of pocket, whereas just 25% of the overall population receives free 

healthcare from public sector hospitals, which includes government employees and military personnel. The 

fundamental flaws of Pakistan's Health care delivery system which make it non-responsive, are insufficient 

infrastructure and unequal access between rural and urban areas. 

 

External factors are changing at a rapid pace with which organizations must also change to survive in the 

market (Vratskikh, Al-Lozi, & Maqableh, 2016). Due to this importance, organizations are continuously 

striving to improve their performance. Moreover, human resource departments are constantly finding 

factors that can enhance job performance such as engaging employees in work.  

 

In Pakistan’s context, with the rival of technological changes especially in health sector back in 2014, 

health sector experienced a huge change in terms of expanding infrastructure and employee’s capabilities. 

Moreover, employees also need to learn new skills to yield better performance outcomes. Therefore, 

organization realized the importance of adopting fairness rule in expanding their infrastructure and 

handling employee related issues with which firms can engage employees in their work roles and this 

engagement can result in desired performance outcomes.  

 

Problem Statement  
 

Justice in organization is of great importance as justice in procedures results in positive outcomes. 

Procedural justice have positive impact on many job outcomes such as job performance. It is evident to 

state that low procedural justice will result in negative consequences such as low work engagement, low 

organizational commitment and poor performance. This performance issue is really need to be investigated 

along with organizational factors such as procedural justice and perceived organizational support with 

which it can be improved.  

 

Research Objectives  

 
 To examine the relationship between procedural justice and job performance 

 To examine the moderating role of perceived organizational support between the relationship of 

procedural justice, affective organizational commitment and work engagement.  

 To examine the mediating role of affective work commitment between procedural justice and job 

performance. 

 To examine the mediating role of work engagement between procedural justice and job 

performance. 

 

Research Questions 

 
 What is the effect of procedural justice on job performance? 

 What is the effect of procedural justice on affective organizational commitment and work 

engagement with the moderating role of perceived organizational support? 

 What is the effect of procedural justice on job performance with the mediating role of affective 

work commitment? 

 What is the effect of procedural justice on job performance with the mediating role of work 

engagement? 
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Theoretical Underpinnings   
 

Impact of Procedural justice on Job performance 

 

Procedural justice encompasses the perceived fairness of various methods an organization used to 

compensate employees (Folger & Konovsky, 1989). Justice literature has one consistent findings that 

employees at work place respond positively to those organizations who were adopting fair procedures 

(Brockner, et al., 2001). There may be several factors that may impact an individual’s perception about his 

organization. However, it is stated that procedures could be fair if their organization is using specific 

formal guidelines for making unbiased decisions (Leventhal, Karuza, & Fry, 1980). Procedural justice 

helps to explain social and psychological behaviors’ of people that how higher authorities figures (Huo & 

Tyler, 2002). It is stated that the general beliefs that helps to explain fair procedures are universally 

accepted psychological traits (Wolfe, Nix, Kaminski, & Rojek, 2016). Though individual differences play a 

significant role in developing beliefs regarding higher authorities and their adapted procedures, little 

variation should exist among people’s belief. 

 

It is stated that there is no difference in the criteria that are used to measure the fairness procedures by 

higher authorities across different demographic characteristics (Tyler T. R., 1994). Hence it can be 

concluded from recent statement that demographic characteristics have minor influence on perception of 

fair procedures (Wolfe, Nix, Kaminski, & Rojek, 2016). Procedural justice has many positive effects on 

organizations and its employees such as bringing positive work attitudes and loyalty. It is stated that 

procedural justice addresses various employee’s needs such as relational needs (Huo & Tyler, 2002). Fair 

procedures depicts that organization is valuing an individual’s effort for organization success because that 

individual is included in (Van, Bos, & Wilke, 2002). High procedural justice in organization results in 

improved motivation which contribute to achieve consistent organizational success (Wildschut, Van Dijke, 

Leunissen, & Sedikides, 2015). Moreover, it is stated that procedural justice helps to increase cooperation 

in field and experimental settings (Huo & Tyler, 2002). It was claimed in a study that fair procedures result 

in organizational citizenship behavior (Colquitt J. A., 2001). OCB engages employees in extra role 

behaviors’ which leads to help organizational to achieve its goals (Wildschut, Van Dijke, Leunissen, & 

Sedikides, 2015). 

 

A firm with low procedural justice can experience different negative consequences such as distressing 

(Leary, 2005). This phenomena is still to be investigate as scholars are yet unable to answer to this scenario 

that how employees cope with such situation (Wildschut, Van Dijke, Leunissen, & Sedikides, 2015). 

However, it is stated that members may cater such scenarios by increasing interaction with higher 

authorities (Williams, Forgas, & Hippel, 2005). Moreover, low procedural justice results employees to 

likely develop negative work related behaviors’ such as turnover intentions and withdrawals (Colquitt J. A., 

2001). These negative behaviors’ results in undesirable consequences. Thus, organization must consider 

such scenarios immediately and must develop acceptable mechanism to increase fair procedures perception 

across organization.  

 

It is stated that majority research studies have found positive effects of procedural justice on employee 

outcomes such as personal satisfaction, motivation and trust in organization (Greenberg, 1987). Using a 

social exchange theory perspective, employees engage themselves in productive work activities at work 

place when they perceive their organization as fair to them (Tyler T. R., 1995). In a study, it was found that 

procedural justice most frequently helps to predict job satisfaction and work related conflicts (Alexander & 

Ruderman, 187). Similar with that another study found that procedural justice has significant positive 

impact on organizational commitment (Konovsky, Folger, & Cropanzano, 1987). In another study it was 

found that perceived fairness y employees have significant positive impact on job satisfaction, 

organizational commitment, trust on management, turnover intentions and job performance (Konovsky & 

Cropanzano , 1991). Similar with that a Meta analytic study revealed that procedural justice positively 

results in job performance and other work related behaviors’ (Cohen-Charash & Spector, 2001). A study 
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claimed that procedural justice have direct positive impact on job performance (Zapata-Phelan, Colquitt, 

Scott, & Livingston, 2009). In a recent study it was confirmed that organizational justice has significant 

impact on performance outcomes (Wang, Lu, & Siu, 2015). 

 

In sum these all results suggested that procedural justice have important strategic outcomes which can have 

significant impact on organizational success (Folger & Konovsky, 1989). From above discussion it can be 

hypothesized that procedural justice has positive impact on job performance.  

 

H1 = Procedural justice has positive impact on job performance. 

 

Impact of Procedural justice on affective organizational commitment and work engagement  

 

Organizational commitment encompasses the attitude of employees towards their firm with which they are 

linked and their identity is represented by that attachment (Mowday, Steer, & Porter, 1979). Commitment 

to organization includes specific behaviors’ either emotionally or intellectually that exceed normal 

expectations. Specifically the word commitment means the sense of attachment to other entities such as an 

individual, group or an organization (Eisenberger, Huntington, Hutchison, & Sowa, 1986). Due to its 

strategic importance, an increased concern was observed during last decade with which organizational 

commitment can be enhanced.  

 

Management research filed has identified organizational commitment a most popular topic (Wasti). 

Organizational commitment is of great importance to all organizations as it help to determine and achieve 

as well organizational goals (Bushra, Ahmad, & Naveed , 2011). Organization commitment definitions 

continually evolved since its origin. Numerous authors have tried to come up with different definitions by 

including different dimensions of commitment. According to this study, affective commitment 

encompasses the works emotional association to their firm. This emotional association helps workers to 

successfully achieve organizational goals.  

 

It was noted in management literature that affective commitment is one of important factors for employee 

related outputs (Almutairi, 2016). Similarly, affective organizational commitment is also considered 

beneficial for firms as it helps organization to achieve its goals successfully (Meyer & Allen, A three-

component conceptualization of organizational commitment, 1991). Due to these strategic importance, 

scholars have paid their attention to further explore it with which it can be enhanced (Meyer, Stanley, 

Herscovitch, & Topolnytsky, 2002). It is stated that employees who were affectively committed to their 

organization yields better productive outcomes as they possess positive work related attitudes. 

 

Dedication encompasses that an individual is strongly involved in work roles with the strong sense of 

enthusiasm. Absorption includes full involvement and endorsement of an individual in assigned work roles. 

It is stated that highly engaged employees enjoy working with the sense of enthusiasm as they find their 

work interesting and meaningful (Bakker & Demerouti, 2008). Moreover, it is stated that engaged 

employees experience positive effects of engaging themselves in work roles. Thus it can be concluded that 

work engagement is a work related state where employees experience positive work related effects which 

further results in motivation to work more (Parker & Griffin, 2011; Warr & Inceoglu, 2012). It is stated that 

employees who are already suffering from job insecurity, employer cannot expect them to engage in their 

work roles. Instead, such employees will suffer from anxiety, anger and frustration while performing their 

job roles (Kiefer, 2005). Another study claimed that employees with job engagement will experience 

negative effects (Wiesenfeld, Brockner, Petzall, Wolf, & Bailey, 2001). Empirical evidence is available that 

job insecurity has negative impact on work engagement (Mauno, Kinnunen, & Ruokolainen, 2007).  

 

Many research studies claimed positive effects of procedural justice (Greenberg, 1987). A study found that 

procedural justice has significant positive impact on organizational commitment (Moorman, Niehoff, & 

Organ, 193). Using a social exchange theory lens, workers engage themselves in productive work activities 
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at work place when they perceive their organization is adopting fair procedures and valuing their efforts 

(Tyler T. R., 1995). Similar with that another study found that procedural justice has significant positive 

impact on organizational commitment (Konovsky, Folger, & Cropanzano, 1987). In another study it was 

found that perceived fairness by employees have significant positive impact on job satisfaction, 

organizational commitment, trust on management, turnover intentions and job performance (Konovsky & 

Cropanzano , 1991).  

 

A Meta analytic study results confirmed that procedural justice has significant positive impact on job 

performance (Spector & Cohen-Charash, 2001). In sum these all results suggested that procedural justice 

have important strategic outcomes which can have significant impact on organizational success (Folger & 

Konovsky, 1989). From above discussion it can be hypothesized that procedural justice has positive impact 

on affective organizational commitment and work engagement.  

 

H2 = Procedural justice has positive impact on affective organizational commitment. 

H3 = Procedural justice has positive impact on work engagement. 

 

Impact of affective organizational commitment and work engagement on job performance  

 

Management research filed has identified organizational commitment a most popular topic (Wasti). 

Organizational commitment is of great importance to all organizations as it help to determine and achieve 

as well organizational goals (Bushra, Ahmad, & Naveed , 2011). As organization commitment is a positive 

trait so one can expect that it have positive consequences. A study results revealed that organizational 

commitment has direct positive impact on job performance (Meyer, Paunonen, Gellatly, Goffin, & Jackson, 

1989). Continued with this, a meta-analysis confirmed that affective organizational commitment have 

direct positive effect on job performance (Riketta, 2002). There are other numerous studies who have found 

the direct positive relationship between organizational commitment and job performance (Yousef, 2000; 

Wright & Bonett, 2002; Jaramillo, Mulki, & Marshall, 2005; Huey Yiing & Ahmad, 2009). Thus it can be 

hypothesized that affective organizational commitment has positive impact on job performance.  

 

With the passage of time, a new concept evolved from role theory that includes the experience of an 

individual accompanying its engaging behaviors (Salanova, Schaufeli, & Bakker, The measurement of 

engagement and burnout: A two sample confirmatory analytic approach, 2000). Engagement encompasses 

the organizational member’s presence at workplace by showing that they are physically, emotionally and 

cognitively available for role performance (Saks A. M., 2006). Many studies claimed that employee 

engagement positively impact organizational outcomes such as firm performance (Richman, 2006; 

Baumruk, 2004). Due to strategic importance of employee engagement, empirical resesarch on engagement  

has received great attention from scholars and practionrs. Generally scholrs have agreed that most common 

factors that are affecting engagement are organization justice, employee perception of organization support 

and supervisor support (Crawford & Jeffery, 2010). 

 

Literature has remarkably proposed the importance of engagement due to its long lasting benefits to 

organization. Due to this, when organization will intervene to involve and engage employee in different 

work related tasks, employees will put their best effort to pay back to their organizational efforts by using 

the lens of social exchange theory. It was proved in earlier study perception of organizational justice, 

supervisor support and HR strategies all are antecedents of employee engagement (Downey, Thomas, & 

Plaut, 2015). 

 

Engagement is related to get oneself fully employed in assigned work roles by investing physical, cognitive 

and emotional resources. Hence, work engagement can be described as focused strategy intended to 

achieve personal and professional goals. Researchers didn’t agree about single comprehensive definition of 

engagement, however its contribution to organizational outcomes cannot be denied (Richman, 2006; 

Baumruk, 2004). 
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Work engagement has numerous positive effects such as highly engaged employees enjoy working with the 

sense of enthusiasm as they find their work interesting and meaningful (Bakker & Demerouti, 2008). This 

work related enthusiasm benefit both organizational and employees in term of their personal goals 

achievements. A study claimed that work engagement positively impact on job performance (Salanova, 

Agut, & Peiró, Linking organizational resources and work engagement to employee performance and 

customer loyalty: the mediation of service climate, 2005). Author of this study claimed that work 

engagement leads to various positive consequences such as it enhances employee performance which in 

turn contributes to retain loyal customers. 

 

It is stated that work engagement have significant positive effect on all dimensions of job performance 

(Rich, Lepine, & Crawford, 2010). Author of this also claimed that engaged employee’s offers organization 

a competitive edge. Continued with this raft of research on the relationship between work engagement and 

job performance, many scholars have confirmed that work engagement have positive impact on job 

performance (Demerouti& Bakker, 2008; Halbesleben & Wheeler, 2008; Bakker & Bal, 2010; Christian, 

Garza, & Slaughter, 2011). Thus it can be hypothesized that work engagement has positive impact on job 

performance.  

 

From above discussion it can be hypothesized that affective organizational commitment and work 

engagement both has positive impact on job performance. 

 

H4 = Affective organizational commitment has positive impact on job performance. 

H5 = Work engagement has positive impact on job performance. 

 

Mediating role of affective organizational commitment and work engagement 

 

Many research studies claimed positive effects of procedural justice (Greenberg, 1987). A study found that 

procedural justice has significant positive impact on organizational commitment (Moorman, Niehoff, & 

Organ, 193). Using a social exchange theory lens, workers engage themselves in productive work activities 

at work place when they perceive their organization is adopting fair procedures and valuing their efforts 

(Tyler T. R., 1995). Similar with that another study found that procedural justice has significant positive 

impact on organizational commitment (Konovsky, Folger, & Cropanzano, 1987). In another study it was 

found that perceived fairness by employees have significant positive impact on job satisfaction, 

organizational commitment, trust on management, turnover intentions and job performance (Konovsky & 

Cropanzano , 1991).  

 

Management research filed has identified organizational commitment a most popular topic (Wasti). 

Organizational commitment is of great importance to all organizations as it help to determine and achieve 

as well organizational goals (Bushra, Ahmad, & Naveed , 2011). As organization commitment is a positive 

trait so one can expect that it have positive consequences. A study results revealed that organizational 

commitment has direct positive impact on job performance (Meyer, Paunonen, Gellatly, Goffin, & Jackson, 

1989). Continued with this, a meta-analysis confirmed that affective organizational commitment have 

direct positive effect on job performance (Riketta, 2002). There are other numerous studies who have found 

the direct positive relationship between organizational commitment and job performance (Yousef, 2000; 

Wright & Bonett, 2002; Jaramillo, Mulki, & Marshall, 2005; Huey Yiing & Ahmad, 2009). Thus it can be 

hypothesized that affective organizational commitment has positive impact on job performance. 

 

Organizational justice in form of fair procedures have numerous positive effects. A study claimed that 

procedural justice helps employees to extra role behaviors with which employees engage in their work roles 

(Blader & Tyler, 2003). Similarly another study claimed that procedural justice predicts work engagement 

(Saks A. M., 2006). Another study proved that procedural justice has positive impact on work engagement 

(Karatepe, 2011). This study also claimed that work engagement acts as a full mediator between procedural 

justice and job performance. A study conducted in japan confirmed that procedural justice has positive 
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effect on work engagement (Inoue, et al., 2010). Continued with this raft of research, a recent study 

claimed that procedural justice has positive impact on work engagement (Strom, Sears, & Kelly, 2014). A 

Meta analytic study results confirmed that procedural justice has significant positive impact on job 

performance (Spector & Cohen-Charash, 2001). Thus it can be said that perception of fair procedures have 

numerous positive organizational outcomes such as organizational commitment and improved performance 

outcomes (Lemons & Jones, 2001). 

 

Work engagement has numerous positive effects such as highly engaged employees enjoy working with the 

sense of enthusiasm as they find their work interesting and meaningful (Bakker & Demerouti, 2008). This 

work related enthusiasm benefit both organizational and employees in term of their personal goals 

achievements. A study claimed that work engagement positively impact on job performance (Salanova, 

Agut, & Peiró, Linking organizational resources and work engagement to employee performance and 

customer loyalty: the mediation of service climate, 2005). Author of this study claimed that work 

engagement leads to various positive consequences such as it enhances employee performance which in 

turn contributes to retain loyal customers. Scholars have investigated the numerous benefits of procedural 

justice such as extra role behaviors and job performance (Karatepe, 2011). This study was conducted in 

Nigeria on front line hotel employees and found that procedural justice has positive impact on job 

performance with the mediating role of work engagement. Author of this study claimed that work 

engagement fully mediated the positive relationship between procedural justice and work engagement.  

 

From above discussion it can be hypothesized that affective organizational commitment and work 

engagement both mediates the relationship between procedural justice and job performance. 

 

H6 = Affective organizational commitment mediates the relationship between procedural justice and job 

performance. 

H7 = Work engagement mediates the relationship between procedural justice and job performance. 

 

Moderating role of perceived organizational support 

 

Perceived organizational support refers to employee’s perception about their organization that how much it 

values their contributions and cares about their well beings (Farh, Hackett, & Liang, 2007). Employees 

develop such perceptions about their organization when a firm a ready to reward their work efforts. It is 

stated that perceived organizational support motivate employees to work hard for organizational success 

(Fasolo, Eisenberger, & Davis-LaMastro, 1990). According to organizational support theory, employees 

high in perceived organizational support obliged to pay back to organization in term of better work related 

efforts (Coyle-Shapiro & Conway, 2005). Further author of this study argued that when employees find 

their organization supportive, they engage themselves in work role for better performance outcomes. This 

exchange process benefits both such as employees strive to achieve their personal goals such as career 

development and organization achieve their goals (Shanock & Eisenberger, 2006). Author of another study 

claimed that perceived organizational support help organization to achieve its goals (Eisenberger, 

Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002).  

 

Theoretical Framework 
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Methodology  
 

The main concern of this research was to focus on rapidly growing sectors who are facing globalization 

challenges rapidly like healthcare organizations, who face quick changes due to rapid technological 

advancements. So, total population for this study was healthcare organization. 

 

The sampling procedure used in this study was convenience sampling strategy due to time constraints. 

Researcher personally explained that this research is for academia purpose and their information will be 

kept confidential so that unbiased responds could be achieved.  

 

Unit of analysis for this research is different employees working at different managerial positions who were 

supervising subordinates and reporting to their immediate mangers as well. 

          

This study based on hypothesis testing in which procedural justice effect is examined on job performance. 

Moderating effect of perceived organizational justice is also examined between procedural justice, affective 

work commitment and work engagement. Further, mediation effect of affective work commitment and 

work engagement is also examined between procedural justice and job performance.  

 

Results  
 

Mean value for PJ (Procedural justice) is 3.44 with standard deviation 0.88. Minimum value of PJ is 1.40 

and maximum value is 4.60. Similarly POS (Perceived organizational justice) mean value is 3.55 with 

minimum value 1.40, maximum value 4.60. AOC (affective organizational commitment) mean value is 

3.46 with standard deviation 0.88. Its minimum value is 1.40 and maximum value is 4.60. WE (work 

engagement) mean value is 3.46 with 1.56 minimum value and 4.33 maximum value. Finally dependent 

variable JP (job performance) mean value is 3.36 with standard deviation 0.84. JP’s minimum value is 1.33 

and maximum value is 4.50. 

 

Table 1 

Variables N Minimum Maximum Mean Std. Deviation Skewness Kurtosis 

PJ 200 1.40 4.60 3.44 0.88 -0.649 -0.812 

POS 200 1.40 4.60 3.55 0.88 -0.835 -0.491 

AOC 200 1.40 4.60 3.46 0.88 -0.696 -0.931 

WE 200 1.56 4.33 3.46 0.73 -0.961 -0.036 

JP 200 1.33 4.50 3.36 0.84 -0.740 -0.612 

Total Valid N 200 
      

 

 

Hypotheses testing 
 

Hypothesis 1, 2, 4 and 6 

 

Regression analysis is used to measure the change in dependent variable due to independent variable. 

Linear regression was performed to test hypotheses 1 and 2 in which one predictor variables PJ have 

positive impact on outcome variable AOC and JP. Similarly hypothesis 4 was also tested by linear 

regression which states that AOC has positive impact on JP. Barron and Kenny 1986 mediation process 

was used to measure the mediating effect of AOC between the relationships of PJ and JP as stated by 

hypothesis 6.  Table 2 is summarizing the linear regression results and mediation results also.  
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Table 2: Mediation analysis 

Predictor  AOC JP 

 Β R² ∆R² Β R² ∆R² 

Step 1 

Control variables 

  

0.005 

   

0.010 

 

Step 2       

PJ 0.368*** 0.136 0.131*** 0.255*** 0.055 0.051*** 

Main effect: Mediation       

Step 1       

Control Variables     0.010  

Step 2       

AOC    0.387*** 0.164 0.160*** 

Step 3       

PJ    0.352*** 0.055 0.172*** 

*** p ˂ 0.001 ** p ˂ 0.01 * p ˂ 0.05 † p ˂ 0.1 Control variables: Age, Gender, Education 

 

Table 2 is showing the main effects of PJ on AOC and JP. Similar with that, AOC main effect on JP is also 

presented in table 5. First of all linear regression was performed to check the main effect. Control variables 

in this study were Age, gender and Education were regressed individually on AOC and JP. In first step, 

control variables were regressed on AOC and JP and insignificant effect was observed as β value is 

insignificant and insignificant ∆R². In step 2, PJ was regressed on AOC and JP. PJ significantly and 

positively predicted AOC as β value is 0.368, p ˂ 0.001. Similarly, PJ also significantly and positively 

predicted JP as β value is 0.225, p ˂ 0.001. Hence hypotheses 1 and 2 are accepted which states that PJ has 

positive impact on JP and AOC. Further to check the mediation effect of AOC, in third step, multiple 

regression was performed in which PJ and AOC both were regressed on outcome variable JP. It can be 

observed that beta coefficient value is 0.352 which is significant at p ˂ 0.001. Further ∆R² is 0.172 which is 

also significant. Here it can be observed that beta coefficient value is less than the value in 1
st
 step when PJ 

was regressed on JP. Due to this increase in beta coefficient value, it is proved that hypothesis 6 is not 

accepted. Further, this increase in beta values shows that even mediation do not exist. 

 

Hypothesis 1, 2, 4 and 6 

 

Linear regression was performed to test hypotheses 3 and 5 in which predictor variable PJ has positive 

impact on WE and WE has positive impact on JP. Barron and Kenny 1986 mediation process was used to 

measure the mediating effect of WE between the relationships of PJ and JP as stated by hypothesis 7.  

Table 3 is summarizing the linear regression results and mediation results also. 

 

Table 3: Mediation analysis 

Predictor  WE JP 

 Β R² ∆R² Β R² ∆R² 

Step 1   

Control variables 

  

0.003 

   

0.010 

 

Step 2       

PJ 0.470*** 0.326 0.322*** 0.255*** 0.055 0.051*** 

Main effect: Mediation       

Step 1       

Control variables     0.010  

Step 2       

WE    0.455*** 0.155 0.150*** 

Step 3       

PJ    0.444*** 0.055 0.10*** 

*** p ˂ 0.001 ** p ˂ 0.01 * p ˂ 0.05 † p ˂ 0.1 Control variables: Age, Gender, Education 
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Table 3 is showing the main effects of PJ on AWE and JP. Similar with that, WE main effect on JP is also 

presented in table 6. First of all linear regression was performed to check the main effect. Control variables 

in this study were Age, gender and Education were regressed individually on WE and JP. In first step, 

control variables were regressed on WE and JP and insignificant effect was observed as β value is 

insignificant and insignificant ∆R².  

 

In step 2, PJ was regressed on WE and JP. PJ significantly and positively predicted WE as β value is 0.470, 

p ˂ 0.001. Similarly, PJ also significantly and positively predicted JP as β value is 0.225, p ˂ 0.001. Hence 

hypothesis 2 is accepted which states that PJ has positive impact on JP and WE.  

 

Further to check the mediation effect of WE, in third step, multiple regression was performed in which PJ 

and WE both were regressed on outcome variable JP. It can be observed that beta coefficient value is 0.444 

which is significant at p ˂ 0.001. Further ∆R² is 0.010 which is also significant. Here it can be observed that 

beta coefficient value is less than the value in 1
st
 step when PJ was regressed on JP. Due to this increase in 

beta coefficient value, it is proved that hypothesis 7 is not accepted. Further, this increase in beta values 

shows that even mediation do not exist. 

 

Hypothesis 8 and 9 

 

Regression analysis is used to measure the change in dependent variable due to independent variable. 

Barron and Kenny 1986 moderation process was used to measure the moderating effect of POS between 

the relationships of PJ and AOC as stated by hypothesis 8.Similalry moderation effect of POS between the 

relationships of PJ and WE (hypothesis 9 ) is also examined by Barron and Kenny moderation process.  

 

Table 4 is summarizing the moderation results.  

 

 

Table 4: Moderation analysis 

Predictor  AOC WE 

Step 1  Β R² ∆R² Β R² ∆R² 

Step 1  0.005   0.003  

Step 2       

PJ 0.368*** 0.136 0.131*** 0.470*** 0.326 0.322*** 

POS 0.585*** 0.343 0.339*** 0.607*** 0.541 0.539*** 

Step 3       

PJ*POS 0.091*** 0.266 0.263*** 0.106*** 0.533 0.531*** 

*** p ˂ 0.001 ** p ˂ 0.01 * p ˂ 0.05 † p ˂ 0.1 Control variables: Age, Gender, Education 

 

Table 4 is showing the moderation effect of POS between PJ and AOC, WE. In first step, control variables 

were regressed on outcome variables AOC and WE. No control variable predicted either AOC or WE as it 

was confirmed by insignificant β value and insignificant ∆R².In step 2, PJ and POS both were regressed on 

AOC and WE. PJ significantly and positively predicted AOC as β value is 0.368, p ˂ 0.001. Similarly, PJ 

also significantly and positively predicted WE asβ value is 0.470, p ˂ 0.001. After that, POS significantly 

and positively predicted AOC as β value is 0.585, p ˂ 0.001. Similarly, POS also significantly and 

positively predicted WE asβ value is 0.607, p ˂ 0.001. In step 3, moderation effect of POS was checked by 

regressing interaction variable (PJ*POS) on AOC and WE.  

 

Interaction variable (PJ*POS) significantly and positively predicted AOC as β value is 0.091, p ˂ 0.001. 

Interaction variable (PJ*POS) significantly and positively predicted WE also as β value is 0.106, p ˂ 0.001. 

Therefore hypothesis 8 and 9 both are accepted which states that POS mediates the relationship between JP 

and AOC, WE.  
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First hypotheses states that PJ has positive impact on JP which is accepted. Hypotheses 2 and 3 states that 

PJ has positive impact on AOC and WE and these hypotheses were also accepted. Similarly, hypotheses 4 

and 5 states that mediating variables of current study AOC and WE both have positive impact on JP and 

these hypotheses are also accepted. Hypotheses 6 and 7 are mediating hypotheses and these hypotheses are 

also accepted. In last, hypotheses 8 and 9 are the moderating hypotheses and these hypotheses are also 

accepted. 

 

Discussion  
 

The objective of this study was basically three fold. It objective was to reconfirm the PJ impact on job 

performance. Moreover, current study main objective was to examine the mediating effect of AOC and WE 

between PJ and JP as this has not been examined earlier (Sharma & Dhar, 2016; Almutairi, 2016).Current 

study aimed to focus on rapidly growing Sectors who are suffering from job performance issues so that this 

study results could contribute to help them to resolve this issue. Moreover, this research would contribute a 

bit to existing literature body as well as mediating effect of AOC and WE was not examined before.  

 

First PJ effect was being checked on dependent variable; JP. Correlation and regression analysis confirmed 

that PJ has positive impact on JP. Hence hypothesis 1 is accepted. This result was according to earlier 

empirical study in which scholars have proved that PJ has significant and positive impact on JP (Sharma & 

Dhar, 2016; Almutairi, 2016). Similarly correlation and regression analysis confirmed that PJ has also 

positive impact on mediating variables which are AOC and WE. Hence hypothesis 2 and 3 are also 

accepted. This result was according to earlier empirical study in which scholars have proved that PJ has 

positive impact on AOC and WE respectively (Spector & Cohen-Charash, 2001; Blader & Tyler, 2003; 

Karatepe, 2011; Strom, Sears, & Kelly, 2014).  

 

Similarly hypothesis 4 and 5 were also accepted after correlation and regression analysis. Hypotheses 4 and 

5 states that mediating variables AOC and WE both have positive impact on JP. This result was according 

to earlier empirical study in which scholars have proved that AOC and WE both have significant and 

positive impact on JP (Demerouti & Bakker, 2008; Halbesleben & Wheeler, 2008; Bakker & Bal, 2010; 

Christian, Garza, & Slaughter, 2011). So, first five hypothesis were aceepted after correlation and 

regression anaylsis performed by SPSS. After testing direct relationships of independent variable PJ and 

mediating variables AOC and WE on outcome variable JP, hypothesis 6 and 7 tested independent variable 

PJ effect on JP with the mediating role of AOC and WE. Barron and Kenny (1986) process was used for 

mediation analysis. This process revealed that mediaitng variables AOC and WE both mediated the 

relationhip between PJ and JP. These resutlts were in accordance with (Salanova, Agut, & Peiró, 2005; 

Bakker & Demerouti, 2008; Karatepe, 2011).  

 

Therefore, hypothesis 6 and 7 both are accepted as AOC and WE both mediated the relationship between 

PJ and JP. However this study main concern remained with JP with the mediating role of AOC and WE, 

scholars didn’t pay much attention to the mediating role AOC and WE. Hypothesis 8 states that POS 

(perceived organizational support) moderate the relationship between PJ and AOC. Similarly, Hypothesis 8 

states that POS (perceived organizational support) moderate the relationship between PJ and WE. Barron 

and Kenny (1986) moderation process was used to examine the moderation effect of POS. Moderation 

results are summarized in table 7. Results revealed that POS moderated the relationship between PJ, AOC 

and WE. Hence hypotheses 8 and 9 are also accepted. Thus importance of POS was highlighted by this 

study that POS offers key role in the relationships of PJ and AOC, WE.  

 

Implications  
 

Given that the mediating impact of AOC and WE has not before been investigated, this study is extensive 

in scope. In particular, top management and HR departments of firms may find this study useful in 

understanding how PJ might be enhanced by treating people fairly. Further, this study can really help out to 
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HR departments of organizations that what sort of training programs need to design that can help them to 

engage employee in their role performance. Further this study provides a mechanism that how AOC and 

WE mediates the relationship between PJ and JP. Besides managerial and practical implications, this study 

can also be helpful for new addition in management literature as the mediating effect of trust in 

organization was tested first time in main relationship. This study has also highlighted the importance of 

POS (perceived organizational support) that how it moderates the relationship between PJ and AOC. This 

importance of POS high lightened its importance and organizations can make considerable efforts to 

improve the employee’s perception that their organization is continually supporting them in term of their 

efforts. Organizational efforts to improve POS would yield in better AOC and WE. It is understood that 

when there will be AOC and WE, this would ultimately results in better performance outcomes. 

 

Future Directions  
 

Each WE component should be looked at separately in order to have a clearer understanding of how much 

each dimension contributes to JP in order to have a deeper grasp of the mediating role of AOC and WE that 

may have a stronger impact on JP with their mediating role. Future studies might include the "big five" 

personality qualities that could modify how employees view organizational initiatives and their effects on 

organizational commitment and job engagement. For improved results, future research should take into 

account contextual elements and expand the sample size. Results may be impacted by contextual factors, 

such as cultural differences. Cultural differences can alter the outcomes since they have a significant impact 

on how employees see things. 

 

References  
 

Alexander, S., & Ruderman, M. (187). The role of procedural and distributive justice in organizational 

behaviour. Social justice research , 1 (2), 177-198. 

Allen, D. G., & Shanock, L. R. (2013). Perceived organizational support and embeddedness as key 

mechanisms connecting socialization tactics to commitment and turnover among new employees. 

Journal of Organizational Behavior , 34 (3), 350-369. 

Almutairi, D. O. (2016). The Mediating Effects of Organizational Commitment on the Relationship 

between Transformational Leadership Style and Job performance. International Journal of Business 

and Management , 11 (1), 231-241. 

Aselage, J., & Eisenberger, R. (2003). Perceived organizational support and psychological contracts: A 

theoretical integration. Journal of Organizational Behavior , 24 (5), 491-509. 

Bakker, A. B., & Bal, M. P. (2010). Weekly work engagement and performance: A study among starting 

teachers. Journal of Occupational and Organizational Psychology , 83 (1), 189-206. 

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career development 

international , 13 (3), 209-223. 

Balas-Timar, D., Balas, V. E., & Costin, A. (2014). Fuzzy Expert System Applied in Hiring Ratings and 

Long Term Job Performance Prediction. Journal of Human Resource and Sustainability Studies , 2 (3), 

16. 

Blader, S. L., & Tyler, T. R. (2003). The group engagement model: Procedural justice, social identity, and 

cooperative behavior. Personality and social psychology review , 7 (4), 349-361. 

Brockner, J., Ackerman, G., Greenberg, J., Gelfand, M. J., Francesco, A. M., Chen, Z. X., et al. (2001). 

Culture and Procedural Justice: The Influence of Power Distance on Reactions to Voice. Journal of 

Experimental Social Psychology , 37 (2), 300-315. 

Bushra, F., Ahmad, U., & Naveed , A. (2011). Effect of transformational leadership on employees' job 

satisfaction and organizational commitment in banking sector of Lahore (Pakistan). International 

journal of Business and Social science , 2 (18). 

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative review and test 

of its relations with task and contextual performance. Personnel Psychology , 64 (1), 89-136. 



 

 

 

 

 

ISSN: 2308-7056                 Khan, Bashir & Perveen (2022) 

 

 

24 

I 

 

  www.irbas.academyirmbr.com                                                                              October 2022                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 10 Issue.4 
 

R 
B  
A  
S  

Cohen-Charash, Y., & Spector, P. E. (2001). The Role of Justice in Organizations: A meta analysis. 

Organizational Behavior and Human Decision Processes , 86 (2), 278-321. 

Collins, C. J., & Smith, K. G. (2006). Knowledge exchange and combination: The role of human resource 

practices in the performance of high-technology firms. Academy of management journal , 544-560. 

Colquitt, J. A. (2001). On the dimensionality of organizational justice: a construct validation of a measure. 

Journal of applied psychology , 86 (3), 386. 

Colquitt, J. A., Scott, B. A., Rodell, J. B., Long, D. M., Zapata, C. P., Conlon, D. E., et al. (2013). Justice at 

the millennium, a decade later: a meta-analytic test of social exchange and affect-based perspectives. 

Journal of Applied Psychology , 98 (2), 199. 

Coyle-Shapiro, J. A., & Conway, N. (2005). Exchange relationships: examining psychological contracts 

and perceived organizational support. Journal of applied psychology , 90 (4), 774-787. 

Crawford, & Jeffery, L. (2010). Job Engagement: Antecedents and Effects on Job Performance. Acadmey 

of management journal , 53, 617-635. 

Demerouti, E., & Bakker, A. B. (2008). Towards a model of work engagement. Career development 

international , 13 (3), 209-223. 

Downey, S. N., Thomas, K. M., & Plaut, V. C. (2015). The role of diversity practices and inclusion in 

promoting trust and employee engagement. Journal of Applied Social Psychology , 45, 35-44. 

Eisenberger, R., Armeli, S., Rexwinke, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation of perceived 

organizational support. Journal of applied psychology , 86 (1), 42-52. 

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organiaztional support. 

Journal of applied Psychology , 71 (3), 500-507. 

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. (2002). Perceived 

Supervisor Support: Contributions to Perceived Organizational Support and Employee Retention. 

Journal of Applied Psychology , 87 (3), 565-573. 

Farh, J.-L., Hackett, R. D., & Liang, J. (2007). Individual-level cultural values as moderators of perceived 

organizational support–employee outcome relationships in China: Comparing the effects of power 

distance and traditionality. Academy of Management Journal , 50 (3), 715-729. 

Fasolo, P., Eisenberger, R., & Davis-LaMastro, L. (1990). Perceived organizational support and employee 

diligence, commitment, and innovation. Journal of applied psychology , 75 (1), 51-63. 

Folger, R., & Konovsky, M. A. (1989). Effects of procedural and distributive justice on reactions to pay 

raise decisions. Academy of Management journal , 32 (1), 115-130. 

Gardner, T. M., Wright, P. M., Moynihan, L. M., & Allen, M. R. (2005). The relationship between HR 

practices and firm performance: Examining causal order. Personnel psychology , 58 (2), 409-446. 

Gillet, N., Colombat, P., Michinov, E., Pronost, A.‐M., & Fouquereau, E. (2013). Procedural justice, 

supervisor autonomy support, work satisfaction, organizational identification and job performance: 

The mediating role of need satisfaction and perceived organizational support. Journal of Advanced 

Nursing , 69 (11), 2560-2571. 

Gould-Williams, J. (2007). HR practices, organizational climate and employee outcomes: evaluating social 

exchange relationships in local government. The International Journal of Human Resource 

Management , 1627-1647. 

Greenberg, J. (1987). Reactions to procedural injustice in payment distributions: Do the means justify the 

ends? Journal of applied psychology , 72 (1), 55-67. 

Halbesleben, J. R., & Wheeler, A. R. (2008). The relative roles of engagement and embeddedness in 

predicting job performance and intention to leave. Work & Stress , 22 (3), 242-256. 

Hayward, B., Baxter, J., & Amos, T. (2008). Employee performance, leadership style and emotional 

intelligence: An exploratory study in a South African parastatal. Acta Commercii , 8 (1), 15-26. 

Hsieh, C.-C., & Wang, D.-S. (2013). The effect of authentic leadership on employee trust and employee 

engagement. Social Behavior and Personality: an international journal , 613-624. 

Huey Yiing, L., & Ahmad, K. Z. (2009). The moderating effects of organizational culture on the 

relationships between leadership behaviour and organizational commitment and between 

organizational commitment and job satisfaction and performance. Leadership & Organization 

Development Journal , 30 (1), 53-86. 



 

 

 

 

 

ISSN: 2308-7056                 Khan, Bashir & Perveen (2022) 

 

 

25 

I 

 

  www.irbas.academyirmbr.com                                                                              October 2022                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 10 Issue.4 
 

R 
B  
A  
S  

Huo, Y., & Tyler, T. R. (2002). Trust in the law: Encouraging public cooperation with the police and courts 

through. Russell Sage Foundation . 

Inoue, A., Kawakami, N., Ishizaki, M., Shimazu, A., Tsuchiya, M., Tabata, M., et al. (2010). 

Organizational justice, psychological distress, and work engagement in Japanese workers. 

International archives of occupational and environmental health , 83 (1), 29-38. 

Jankingthong, K., & Rurkkhum, S. (2012). Factors affecting job performance: A review of literature. 

Silpakorn University Journal of Social Sciences, Humanities, and Arts , 12 (2), 115-127. 

Jaramillo, F., Mulki, J. P., & Marshall, G. W. (2005). A meta-analysis of the relationship between 

organizational commitment and salesperson job performance: 25 years of research. Journal of Business 

Research , 58 (6), 705-714. 

Kahya, E. (2009). The effects of job performance on effectiveness. International Journal of Industrial 

Ergonomics , 39 (1), 96-104. 

Karatepe, O. M. (2011). Procedural justice, work engagement, and job outcomes: Evidence from Nigeria. 

Journal of Hospitality Marketing & Management , 20 (8), 855-878. 

Kiefer, T. (2005). Feeling bad: Antecedents and consequences of negative emotions in ongoing change. 

Journal of Organizational Behavior , 26 (8), 87-897. 

Konovsky , M. A., & Cropanzano , R. (1991). Perceived Fairness of Employee Drug Testing as a Predictor 

of Employee Attitudes and Job Performance. Journal of Applied Psychology , 76 (5), 698-707. 

Konovsky, M. A., Folger, R., & Cropanzano, R. (1987). Relative effects of procedural and distributive 

justice on employee attitudes. Representative research in social psychology , 17 (1), 15-24. 

Lambert, C. H., Kass, S. J., Piotrowski, C., & Vodanovich, S. J. (2006). Impact factors on work-family 

balance: Initial support for border theory. Organization Development Journal . 

Leary, M. R. (2005). Interpersonal cognition and the quest for social acceptance. Interpersonal cognition , 

86 (2), 85-103. 

Lemons, M. A., & Jones, C. A. (2001). Procedural justice in promotion decisions: using perceptions of 

fairness to build employee commitment. Journal of managerial Psychology , 16 (4), 268-281. 

Leventhal, G. S., Karuza, J., & Fry, W. R. (1980). Beyond fairness: A theory of allocation preferences. 

Justice and social interaction , 3 (1), 167-218. 

Loi, R., Hang‐Yue, N., & Foley, S. (2006). Linking employees' justice perceptions to organizational 

commitment and intention to leave: The mediating role of perceived organizational support. Journal of 

Occupational and Organizational Psychology , 79 (1), 101-120. 

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annual review of psychology , 397-422. 

Mauno, S., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as antecedents of work 

engagement: A longitudinal study. Journal of vocational behavior , 70 (1), 149-171. 

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. 

Human resource management review , 1 (1), 61-89. 

Meyer, J. P., Paunonen, S. V., Gellatly, I. R., Goffin, R. D., & Jackson, D. N. (1989).  

Organizational commitment and job performance: It's the nature of the commitment that counts. Journal of 

applied Psychology , 74 (1), 152-156. 

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance, and 

normative commitment to the organization: A meta-analysis of antecedents, correlates, and 

consequences. Journal of vocational behavior , 61 (1), 20-52. 

Moorman, R. H., Niehoff, B. P., & Organ, D. W. (193). Treating employees fairly and organizational 

citizenship behavior: Sorting the effects of job satisfaction, organizational commitment, and procedural 

justice. Employee responsibilities and rights journal , 6 (3), 209-225. 

Mowday, R. T., Steer, R. M., & Porter, L. W. (1979). The measurement of organizational commitment. 

Journal of vocational behavior , 14 (2), 224-247. 

Neves, P., & Eisenberger, R. (2012). Management communication and employee performance:  

The contribution of perceived organizational support. Human Performance , 25 (5), 452-464. (2014-2015). 

Pakistan Telecommunication Authority. Islamabad . 

Paré, G., Tremblay, M., & Lalonde, P. (2000). The measurement and antecedents of turnover intentions 

among IT professionals. Measurement , 33. 



 

 

 

 

 

ISSN: 2308-7056                 Khan, Bashir & Perveen (2022) 

 

 

26 

I 

 

  www.irbas.academyirmbr.com                                                                              October 2022                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 10 Issue.4 
 

R 
B  
A  
S  

Park, H. J., Mitsuhashi, H., Fey, C. F., & Björkman, I. (2003). The effect of human resource management 

practices on Japanese MNC subsidiary performance: a partial mediating model. The International 

Journal of Human Resource Management , 14 (8), 1391-1406. 

Parker, S. K., & Griffin, M. A. (2011). Understanding active psychological states: Embedding engagement 

in a wider nomological net and closer attention to performance. European Journal of Work and 

Organizational Psychology , 60-67. 

Peterson, T. O., & Fleet, D. D. (2004). The ongoing legacy of RL Katz: An updated typology of 

management skills. Management decision , 1297-1308. 

Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the organization: the 

contribution of perceived organizational support. Journal of applied psychology , 86 (5), 825-837. 

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and effects on job 

performance. Academy of management journal , 53 (3), 617-635. 

Riketta, M. (2002). Attitudinal organizational commitment and job performance: a meta‐analysis. Journal 

of organizational behavior , 23 (3), 257-266. 

Rotundo, M., & Rotman, J. L. (2002). Defining and measuring individual level job performance: A review 

and integration. Journal of Applied Psychology , 90 (5), 225-254. 

Saks, A. M. (2006). Antecedents and consequences of employee engagement . Journal of Managerial 

Psychology , 600-619. 

Salanova, M., Agut, S., & Peiró, J. M. (2005). Linking organizational resources and work engagement to 

employee performance and customer loyalty: the mediation of service climate. Journal of applied 

Psychology , 90 (6), 1217-1227. 

Salanova, M., Schaufeli, W. B., & Bakker, A. B. (2000). The measurement of engagement and burnout: A 

two sample confirmatory analytic approach. Journal of Happiness Studies , 71-92. 

Schaufeli, W. B., Salanova, M., González-Romá, V., & Bakker, A. B. (2002). The measurement of 

engagement and burnout: A two sample confirmatory factor analytic approach. Journal of Happiness 

studies , 71-92. 

Shanock, L. R., & Eisenberger, R. (2006). When Supervisors Feel Supported: Relationships With 

Subordinates’ Perceived Supervisor Support, Perceived Organizational Support, and performancec. 

Journal of Applied Psychology , 689-695. 

Sharma, J., & Dhar, R. L. (2016). Factors influencing job performance of nursing staff: mediating role of 

affective commitment. Personnel Review , 45 (1), 161-182. 

Spector, P. E., & Cohen-Charash, Y. (2001). The role of justice in organizations: A meta-analysis. 

Organizational behavior and human decision processes , 86 (2), 278-321. 

Strom, D. L., Sears, K. L., & Kelly, K. M. (2014). Work engagement the roles of organizational justice and 

leadership style in predicting engagement among employees. Journal of Leadership & Organizational 

Studies , 21 (1), 71-82. 

Teclemichael Tessema, M., & Soeters, J. L. (2006). Challenges and prospects of HRM in developing 

countries: testing the HRM–performance link in the Eritrean civil service. The international journal of 

human resource management , 17 (1), 86-105. 

Tseng, S.-M., & Huang, J.-S. (2011). The correlation between Wikipedia and knowledge sharing on job 

performance. Expert systems with applications , 38 (5), 6118-6124. 

Tyler, T. R. (1994). Governing amid diversity: The effect of fair decisionmaking procedures on the 

legitimacy of government. Law and Society Review , 809-831. 

Van, J.-W., Bos, K. V., & Wilke, H. A. (2002). Procedural justice and status: Status salience as antecedent 

of procedural fairness effects. Journal of Personality and Social Psychology , 83 (6), 1352. 

Vratskikh, I., Al-Lozi, M., & Maqableh, M. (2016). The Impact of Emotional Intelligence on Job 

Performance via the mediating role of job satisfaction. International Journal of Business and 

Management , 69-91. 

Wall, T. D., Michie, J., Patterson, M., Wood, S. J., Sheehan, M., Clegg, C. W., et al. (2004). On the validity 

of subjective measures of company performance. Personnel psychology , 95-118. 



 

 

 

 

 

ISSN: 2308-7056                 Khan, Bashir & Perveen (2022) 

 

 

27 

I 

 

  www.irbas.academyirmbr.com                                                                              October 2022                                                                                             

 International Review of Basic and Applied Sciences                                     Vol. 10 Issue.4 
 

R 
B  
A  
S  

Wang, H.-j., Lu, C.-q., & Siu, O.-l. (2015). Job Insecurity and Job Performance: The Moderating Role of 

Organizational Justice and the Mediating Role of Work Engagement. Journal of Applied Psychology , 

100 (4), 1249-1258. 

Warr, P., & Inceoglu, I. (2012). Job engagement, job satisfaction, and contrasting associations with person–

job fit. Journal of Occupational Health Psychology . 

Wasti, S. A. (n.d.). Organizational commitment, turnover intentions and the influence of cultural values. 

Wiesenfeld, B. M., Brockner, J., Petzall, B., Wolf, R., & Bailey, J. (2001). Stress and coping among layoff 

survivors: A self-affirmation analysis. Anxiety, Stress and Coping , 14 (1), 15-34. 

Wildschut, T., Van Dijke, M., Leunissen, J. M., & Sedikides, C. (2015). Nostalgia buffers the negative 

impact of low procedural justice on cooperation. Organizational Behavior and Human Decision 

Processes , 127, 15-29. 

Williams, K. D., Forgas, J. P., & Hippel, W. V. (2005). The social outcast: Ostracism, social exclusion, 

rejection, and bullying. Psychology Press. 

Wolfe, S. E., Nix, J., Kaminski, R., & Rojek, J. (2016). Is the Effect of Procedural Justice on Police 

Legitimacy Invariant? Testing the Generality of Procedural Justice and Competing Antecedents of 

Legitimacy. Journal of quantitative criminology , 32 (2), 253-282. 

Wright, P. M., Gardner, T. M., & Moynihan, L. M. (2003). The impact of HR practices on the performance 

of business units. Human resource manamgement journal , 13 (3), 21-36. 

Wright, T. A. (1997). Job performance and organizational commitment. Perceptual and Motor Skills , 85 

(2), 447-450. 

Wright, T. A., & Bonett, D. G. (2002). The moderating effects of employee tenure on the relationbetween 

organizational commitment and job performance: a meta-analysis. Journal of applied psychology , 87 

(6), 1183-1190. 

Yousef, D. A. (2000). Organizational commitment: A mediator of the relationships of leadership behavior 

with job satisfaction and performance in a non-western country. Journal of Managerial Psychology , 

15 (1), 6-24. 

Zapata-Phelan, C. P., Colquitt, J. A., Scott, B. A., & Livingston, B. (2009). Procedural justice, interactional 

justice, and task performance: The mediating role of intrinsic motivation. Organizational Behavior and 

Human Decision Processes , 108 (1), 93-105. 

 

 

 


