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Abstract

The robust role of organisational commitment through effecting employees’ outcomes leads
managers and social scientist to pay close attention to this concept, but to gain and retain employees
still represents a big challenge for both. Despite extensive studies concerning organisational
commitment (OC), there is still no answer concerning the main factors influencing OC. Previous
studies either focused on the antecedents or consequences and not individual differences,
particularly inequity or unfairness of distributive justice. This study combines the psychology of
money and the love of money (LoM) constructs together with pay equity, trust in leadership and
distributive justice to find the key factors that affect OC. However, LoM as an individual difference

cannot be overlooked.

The need to identify the key factors that could affect OC has been confirmed by the existing
literature and many studies have been conducted to find those factors but have failed to focus on
individual differences. This study expands on the literature and uses commitment theory to find the

major factors that influence organisational commitment

A mong 505 locals and expatriate employees working in different public and private
organisations with different types of businesses in the United Arab Emirates (UAE). The study
examines the moderating effect of the LoM on the relationships between pay equity, trust in

leadership and OC.

This study adopted a positivist philosophy and a quantitative deductive approach. Data were
collected by using both an online survey and a self-administered hard copy survey questionnaire
that was completed by locals and expat employees. The data were analysed using the Statistical

Package for the Social Sciences (SPSS) and structural equation modelling (AMOS) using multiple



regression, path and moderation and mediation analysis. It was found that LoM moderates the
relationship between pay equity and both affective and continuance commitment, and moderates
the relationship between trust in leadership and affective and continuance commitment, whereas,

LoM did not moderate relationships with normative commitment.

Both relationships between inequity and injustice with OC are based on the level of the LoM.
Therefore, LoM plays a crucial role by affecting employees’ reactions and their decisions to leave
or stay in the workplace. The role of LoM influences the second path when it combines with
distributive justice and how it influences trust. Based on the importance of pay equity in explaining
distributive justice it could be a cornerstone of the model and control employees’ relationships in

the workplace.

To my knowledge, this is the first empirical study that examines the moderating effect of the
LoM on the relationships between pay equity, trust in leadership and OC by using the psychology
of money theory represented to investigate the major factors affecting OC. Most previous studies
have used pay equity, trust and distributive justice theories separately to find these effects without
accounting for the individual factors that may influence OC or affect employee decisions to stay
or leave the organisation. Most LoM studies have also focused on the relationships with pay level
with lack of studies in regards to employee leaving decision. This study examined whether LoM

affects employees’ decisions to stay or leave, which affects OC.

This study contributes to knowledge by presenting a conceptual model, which builds on and
improves the existing models of pay equity, trust in leadership and OC models, by introducing

LoM as a moderator. It explains the importance of the LoM on these relationships.



This study proposes a simple explanation that organisational commitment has not stimulated or
motivated employees to commit to their work. In other word pay equity or trust in leadership can
have some effect on OC, but it can do more by combining LoM. The study recommends that
combining LoM into pay equity and trust paths will ensure strong policies for pay equity to
heighten OC. The trust in leadership effect cannot work as an effective factor unless the leader
adopts equity with their employees, especially if they have employees with high levels of LoM.
The effective role of trust will be exposed to the moderating effect of LoM and diminish the

effective role of trust.

Finally, the process of changing human behaviour is difficult, but adopting equity and
distributive justice will retain employees and heighten OC. Therefore, management should identify
employees’ LoM levels before implementing any equity systems to ensure that employees are
satisfied. Thus, a decision-maker needs to pay attention to the LoM level of their employees and
consider it in their future planning and strategies. Further implications of the findings and future

research guidelines are also presented.

Keywords: LoM, pay equity, trust in leadership OC, Risky decision, distributive justice, turnover,

expatriates, materialism, planned behaviour, money ethics, psychology of money.
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Chapter 1. Introduction

In recent decades, managers and social scientist have given considerable attention to the
concept of organisational commitment (OC). OC is defined as a strong desire to retain
organisational membership, achieve organisational success, employee loyalty and making efforts
on behalf of the organisation (Aydin et al., 2011). OC has an essential relationship with several
employee outcomes like reducing absenteeism, increasing job performance and organisational
citizenship (Dick, 2011; Meyer et al., 2002). It is positively associated with work performance
(Chen et al., 2006), satisfaction (Zafar, 2006; Meyer et al., 2002; Yousef 2000) and turnover
intention (Angle and Perry 1981; Koch and Steers 1978; Larson and Fukamio, 1984; Porter et
al., 1976; Price and Muller, 1981; Meyer et al., 2002; Powell and Meyer, 2004). This importance
has attracted scholars’ attention (Chughtai and Zafar, 2006, Mowdy et al., 1982; Porter and

Steers, 1982).

Scholars have found that understanding the consequences of OC requires understanding
and exploring its antecedents. Many factors affect OC including education level (Koch and
Steers, 1976), role tension (Hrebiniak and Alutto, 1972), life interest (Dubin, Champoux and
Porter, 1975), job satisfaction (Stone and Porter, 1975), work experience (Buchanan, 1974;
Patchen, 1970) organisational dependability and trust (Buchanan, 1974; Patchen, 1970; Sheldon,
1971), and achievement of expected rewards (Grusky, 1966). The demographic factors literature
reflects inconclusive findings on the antecedents of OC and does contribute to the full

understanding of key factors affecting commitment.

This dissertation focused on two factors. First, pay equity which has a positive
relationship with OC (Rhodes and Steers, 1981). Pay equity is one of the most widely used
theories that explain pay satisfaction (Adam, 1963), and the discrepancy model by Lawler
(1971). Second, trust in leadership that has possible consequences for OC (Brockner et al., 1995)

and turnover (Lien Tung, 2005). This study suggests examining these relationships and



combining it with the love of money (LoM). LoM is one’s attitudes towards money and the
meaning one attaches to money (Barber and Bretz, 2000). A high level of LoM will generate
high levels of pay perception which creates a high level of discrepancies between reality and

perceptions which will lead to a high level of dissatisfaction and vice versa (Tang et al., 2004).

Although much research has been conducted to find the antecedents of OC, it has not
contributed a full understanding concerning the most effective factors that could influence it.
Behavioural commitment has concentrated on employee decisions, but interprets the decision
based on employees’ investment in the organisation and has ignored individual differences
between employees. Although pay equity theory is thought to explain distributive justice, many
researchers had studied the effect of internal and external pay equity on OC and some have found
a significant effect of pay equity on OC and some found no efect which yields an incomplete
understanding the real effectiveness of pay equity on OC (Trevor and Wazeter, 2006). Others
have studied the effect of trust in leadership on employees’ outcomes including OC (Brockner
et al., 1995) or the trust requirements or leadership characteristics including credibility (Kouzes
and Posner, 1993; Gabarro, 1987; Ouchi, 1981), honesty and competency (Whitener et al., 1998;
Kiekpatrick and Locke, 1991). However, these characteristics belong to the leader we do not
know about the followers since the quality of the trust relationship depends on both parties and
employees’ perceptions (Ayman, 1993; Felfe and Schyns, 2006). Rating the relationship quality
has a different result with the same leader (Graen and Uhl-Bien, 1995). The LoM construct has
been studied widely with different variables like pay comparison (Tang, 2014), pay satisfaction
(Tang and Tang, 2012; Tang et al., 2004; 2005; Tang, Luna-Arocas and Sutarso, 2004), but few
have studied the effect of LoM on OC and those that have included direct and indirect paths
between pay level, pay satisfaction and job satisfaction (Liu and Tang, 2011). They also focused
on highly educated, highly paid samples. There is little research into the effect of LoM on the
state of employee decisions on staying or leaving the organisation and its effect on employee

turnover.



Employees are susceptible to unfairness situations within the organisation which they
have to deal with either positively (stay) or negatively (leave). Injustice perceptions provoke
deviant behaviours (Cohen-Charach and Spector, 2001; Colquitt et al., 2001; Gino and Pierce,
2009a; Greenberg, 1990; Huseman, Hatfied and Miles, 1987; Moorman, 1991). People with high

levels of LoM will never be satisfied with their income (Tang et al., 2006).

This thesis posits that OC is negatively correlated with the ratio of leaving decision state (stay,
leave or intend to leave) which will reflect the state of OC (affective, normative and continuance).
This decision is highly affected by the level of LoM of the individual (see Figure 1.1). Therefore,
it is expected that LoM will moderate the relationship between pay equity and trust in leaders.
However, the relationship between employee characteristics and attitudes may vary across
individuals in different countries and across cultures (Metle, 1997). The cultural differences
within the global workforce are well represented in expatriates, who are the focus of this study
which combines pay equity to OC, combining LoM as a moderator and trust in leadership-
distributive justice OC, again combining LoM as a moderator. The moderating effect of LoM
will enhance the positive or negative consequences of fairness at the workplace, and influence

employees’ decision OC.
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This study fills the void on the role of LoM and how it affects employee strategic decision-
making which affects employee relationships within the organisation (commitment). It proposes

a structural equation model to determine the effect of pay equity and trust in leadership on OC



with the moderating role of LoM. It addresses whether LoM moderates the relationship between

pay equity and OC, and whether it moderates the relationship between trust in leadership and OC.

This study makes distinctive and important theoretical, empirical and practical
contributions. First, it investigates a critical phenomenon relevant to human resource management
and practice across the world and tests a construct LoM integrated with theories of pay equity
(Adams, 1963) OC (Allen and Meyer, 1991), risky decision-making in an organisational context
(Sitkin and Pablo, 1992) and turnover theory related to risk in terms of individual differences by
incorporating LoM as a moderator on both relationships pay equity, trust in leadership and
commitment. It also develops a new theoretical framework which combines LoM with pay equity
and tests the boundaries of that model (see Figure 1.2). This model should spark curiosity to the
crucial role of pay equity when it combines with LoM to be a cornerstone of this model, in addition
to the effective role of LoM within the organisation that may represent the new platform of

employee decision in the organisation.
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Fig. 1-2 Proposed model

Second, to process this challenge | selected several measurements that have been validated
empirically and cited frequently in the literature, and data collected from a variety of global
workforces with cultural differences which well represented within locals and expatriates in the

United Arab Emirates (UAE) in different sectors, levels and cultures. This sample will help shed



light on whether expatriates are more sensitive to LoM or not. Third, my structural equation model
result relies on a large sample that offers original theoretical, empirical and practical contributions
(Colquitt and George, 2011). This insight may glow curiosity and add new understanding to the

conversation concerning OC.

This study focused on locals and expatriates’ OC in the UAE, since it is a preferred
destination for expatriates of many countries of origin, according to a LinkedIn study of 380 million
global members (Maceda, 2015). The UAE belongs to the Gulf Cooperation Council (GCC), which
has witnessed distinctive development patterns over recent decades due to the region’s oil and gas
wealth. This has required skilled employees from abroad to be found. The petroleum wealth of the
UAE has made it easy to recruit large numbers of expatriates from all over the world and it expatriate
population consists of more than 200 nationalities, and in 2017, the total labour force of the UAE
was 4,993,300 of which expatriates represented 90% (Ministry of Human Resources and
Emiratisation, 2017). However, when it comes to the workforce, attracting and recruiting people is
an easy task, but retaining the recruited people is more challenging. Hence, employee retention has

received significant attention from researchers and HR managers.

1.1 Background of the problem

While the UAE has been able to attract a significant number of expatriates, little is known
about the major factors that affect their OC in their respective organisations. The large number of
nationalities provides an interesting setting to study expatriates’ OC in the Middle East and the UAE
in particular. It will also reveal the key areas that affect expatriates’ commitment and trust in

leadership decisions, which affect their OC and attitudes towards the organisation.

In the UAE, expatriates’ turnover intention strongly increased after 2005 when the Ministry
of Labour changed the UAE Labour Law. Before 2005, employees were not allowed to change jobs
unless permitted by their employer. Under such conditions, employees faced two alternatives; either

to continue with the same employer regardless of the work conditions or to repatriate back home.



Hence, the previous labour law established significant barriers for employee movement and
simultaneously had a significant effect on employee engagement. However, in 2005 the previous
labour law was changed by facilitating free movement of employees to work anywhere without
having to have permission from their employer. After the new law came into force, it was followed
by a significant increase in expatriate turnover. Naturally, this increase raised many questions about
the kind of OC expatriates have in UAE, the reasons behind this phenomenon, and the factors that
affect OC. These questions should be on the top of the minds of HR managers as they must develop
employee retention plans as staff turnover has a significant effect on the quality and success of all

organisations.

Problems in employee retention are a widespread phenomenon. Worldwide, worker turnover
rates are expected to rise to 23.4% by 2018, up from 20.6% in 2012. However, employee retention
in the UAE seems to be more challenging than in other countries. The Hays GCC 216 Salaryand
Employment Reposhows that 31% of employees based in the UAE changed employers in 2015,
with another 57% intending to do so in 2016. This is much higher than the global average, which
might be a sign of failure in achieving OC amongst expatriates (Entrepreneur Middle East, 2017).
The reasons for leaving employment are universal; low salaries, lack of job security and poor career
prospects are major concerns. The most obvious negative consequence of high employee turnover
is the cost of hiring and retaining new employees. The cost of replacing a single employee is Dh
15,180 ($4,125) according to the figures from bayt.com and yougov siraj (Entrepreneur Middle
East, 1 May 2016," Revolving doors: an analysis of the UAE's high staff turnover rate"), the
recruitment costs in the uae are estimated to amount AED 9.9 billion (USD 2.7 billion) annually as
a result of employee turnover. The market is highly dense with highly qualified people who, when
hired for low compensation, are tied to the organisation by a thin thread. As soon as they find a

better opportunity they switch.

Hiring new staff may incur different expenses like recruiting agency expenses, candidate

assessment costs (fees for pre-employment tests), advertising costs, careers page costs (maintenance


https://www.entrepreneur.com/article/274827
http://entm.ag/1PX2Gar
https://www.entrepreneur.com/article/274827

and redesigning of your careers page), internal recruiters’ costs (includes recruiters’ salaries,
benefits and travel expenses) in addition to residence visa expenses which are around Dh 4000 for
two years (Entrepreneur middle east, 1 may 2016," Revolving doors: an analysis of the UAE's high
staff turnover rate"), and medical insurance. The cost of training investment is one of the most
important elements since trained employees become the key to their companies and their
replacement will attract additional costs. Therefore, companies should try to avoid staff leaving
before reaping a return on their staff training investment. Monsen (2009) argues that every employee
is motivated by a different incentive be it internal or external, monetary or non-monetary by its

nature.

A study by The Rainmaker Group estimates the total cost of replacing an unskilled worker
is approximately half of that employee’s annual salary, while skilled labour costs three to five times
their annual salary. (Entrepreneur middle east, 1 may 2016," Revolving doors: an analysis of the
UAE's high staff turnover rate"). Ali Matar, head of LinkedIn Mena, has noted that professionals
are in high demand and getting competitive salary offers and he declared in regards to technology

sector that:

“The trouble with retaining tech talent is high-demand and rising compensation within the industry. As
employers and offers get more competitive, top talent is more eager to jump on new opportunities. Emphasising
career advancement can help retain current employees and attract new ones’. (Entrepreneur middle east, 1 may

2016," Revolving doors: an analysis of the UAE's high staff turnover rate"),
Saqr gobash, the minister of labour said: The overall average annual administrative and
recruitment costs per worker are estimated at AED 3,404 for skilled workers and AED 2,296.00

for unskilled workers (Gulf news, 12 oct. 2010: UAE's per-worker cost to companies is Dh55,000

a year, study shows).

Turnover may have some benefits for any organisation because new employees are like an injection

of new blood since the new employees have different skills, new ideas and additional contacts. They


https://www.entrepreneur.com/article/274827
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https://www.entrepreneur.com/article/274827

are less resistant to change, thus organisations with high turnover rates can use it as an advantage.
Although turnover allows for flexibility, it may uncover a lot of hidden talent. However, employees

who leave are all high-calibre productive people.

1.2 Theoretical background

OC has different definitions based on different theoretical perspectives. OC is generally
understood to consist of either attitudinal or behavioural commitment. Attitudinal commitment is
based on organisational behaviours. According to this view, OC has been defined by Porter and
Steers (1974) as the strength of employees’ identification with and involvement in a specific
organisation. OC is an attachment of an individual to the team (Kanter, 1968). According to Porter
(1974), OC is related to the strength of identification of an individual and engagement in a specific
organisation. March and Mannari (1977) conceptualise OC as something related to employee
morale, as employees tend to develop a strong tie with the organisation regardless of whether the
firm enhances or satisfies the employee over time. Salancik (1977) views OC as an individual state
when an individual becomes engaged with his actions. One of the most widely accepted definitions
of OC was introduced by Meyer and Allen (1991). According to them, OC is a psychological state
which (a) describes the relationship between employees and the organisation and (b) influences the
decision to remain with the organisation (Meyer and Allen, 1991). Hence, OC is a force that engages
an individual with a series of related actions to one or more goals (Meyer and Herscovitch, 2001).
It represents the extent of individual identification with the organisation and relationship to its

organisational targets (Pool and Pool, 2007).

Behavioural commitment involves a psychological perspective which has been linked to the
side-bet theory by Becker (1960, p38). According to this view, ‘commitment comes into being when
a person, by making a side-bet, links extraneous interests with a consistent line of activity’.S ide-
bet theory recognises the accumulated costs of employee investment in the organisation, including

time and effort that are associated with employees’ decision to remain in or leave the organisation.



This is a structural phenomenon that happens as the outcome of individuals’ transactions and

changes in side-bets or their investments over time (Hrebiniak and Alutto, 1972).

There are several factors related to OC. This study focuses on pay equity and trust in
leadership as independent variables to identify effective factors which influence OC. Trust has been
found positively related to OC (Dirks and Ferrin, 2002). Based on equity theory, a low level of OC
has been found to stem from several issues such as being underpaid, which results in employees

experiencing distress, deprivation and a feeling of being cheated (Adams, 1963).

Trust in leadership is the willingness of employees to be vulnerable to the action of other
parties (such as that of the supervisor) and reciprocally the supervisor is responsible for explaining
the organisation’s objectives and policies for the employee (Lewicki and Bunker, 1995; Tan and
Tan, 2000). Trust in leadership involves confidence and goodwill in others’ competence with the
perception that others will reciprocate honestly and fulfil the agreement when they cooperate (Chin,
Chen and Meindle, 1998; Das and Geng, 1998; Ring and Van de Ven, 1994). Subordinates with
high levels of trust have been found to have positive attitudes even in risky jobs (Mayer et al., 1995).

A lack of trust will create distraction among employees and reduced performance (Gavin, 1999).

Pay satisfaction in the equity model relies on individuals’ comparisons between their inputs
and outputs. When the inputs and outputs are viewed to be on the same level, it leads to better pay
satisfaction, while the discrepancy model focuses on differences between individuals’ perceptions
of the amount that should be paid and the amount received. According to this view, any discrepancy
will lead to pay dissatisfaction. Equity theory is also linked to understanding employee motivation
through the fair treatment of employees (Miner, 1984). It considered that the rewards system is not
enough for motivation, as employees tend to compare their income with their outputs and income
of others. Hence, equity is relational and subject to continuous comparison. In the case of a
perceived lack of equity or fairness in compensation, employees may quit their job. Anger is induced

by underpayment in and guilt is induced with overpayment equity (Adams, 1965).



Fairness and unfairness are outcomes of pay equity comparison and leader treatment. This
connection is also approached in this study which explores the mediating role of distributive justice
on the relationship between trust in leadership and pay equity in OC. Conceptually, organisational
justice consists of distributive, procedural, interpersonal and informational justice that manifest in
an overall perception of justice (Kim and Leung, 2007). Perception of justice mediates between all
kinds of organisational justice and employee outcomes (Colleqitt et al., 2001). It explains a wide
number of worker attitudes and behaviours and underlines the essence of justice and fairness as the

main requirements for effective organisations (Greenberg, 1990).

Distributive justice means an employee’s perception of fairness in the organisation which
represents their perceived outcomes (Colleqitt, 2001). It is highly important to this study since it is
associated with the perception of equity and generally deals with monetary issues. Hence, it explains
how employees react to the compensation they receive. Workplace fairness provides a buffer against
unfavourable situations which lead employees to react positively, as with the existence of
uncertainty and unfairness workers will display fewer engagement attitudes and behaviours to the
organisation (Lin and van den Boss, 2002). Distributive justice is associated with the outcomes of
satisfaction such as pay fairness and the evaluation of performance (Folger and Konovsky, 1989;

Greenberg, 1990).

The role of money was discussed in 1776 by Adam Smith in The Wealth of Nationas an
economic instrument for measuring value (Smith, 1776/1937). This brings attention to a closely
related concept, materialism. Materialism has been defined by Ward and Wackman (1971) as an
orientation which considers material, goods and money as essential for human happiness and social
improvement. A high level of materialism assumes that material possession will become central to
an individual’s life and will generate high levels of satisfaction or dissatisfaction (Belk, 1984). At
the macro level, such aspects are connected to employee activity and turnover behaviour (Price,
1977; Carsten and Spector, 1987; Locke, 1976; Tett and Meyer, 1993). As money is viewed as a

measure of value, any dissatisfaction over compensation may ‘push’ employees to leave the

10



organisation, while attractive compensation ‘pulls’ the employees to the organisation (March and

Simon, 1958).

The role of money and materialism is linked to a concept of the love of money (LoM). LoM
is one’s attitudes towards money and one’s meaning of money, wants, values and desires (Barber
and Bretz, 2000; Locke, 1969), the value of money (Sloan, 2002), individual need and greed (Sloan,
2002), and materialism (Belk, 1985). It is also understood as a multi-dimensional variable
explaining the difference between people (Luna-Arocas and Tang, 2004; Tang and Chiu, 2003;
Tang et al., 2006). According to Locke (1969, p.318), LoM represents individuals’ ‘wants and
values’ but not ‘needs’, because, in his opinion, ‘needs’ represent objectives of wellbeing while
values reflect what an individual seeks to have, keep or deal with. Tang et al. (2014) assert that
individuals with a high level of materialistic values intend to have strong LoM, while individuals in

financial hardship are more obsessed with money and feelings of lack of self-sufficiency.

1.3 Statement of the problem

OC involves both attitudinal and behavioural commitment. The attitudinal view focuses on
obligation and identification with the organisation, while the behavioural view concentrates on
accumulated investment and employee decisions which are more related to LoM since we
concentrate on the employee decision to leave or remain with the organisation. Turnover intention

is considered one of the most important predictors of OC.

This study was intended to determine more about the factors that affect OC and have a better
understanding of related issues like employees’ decisions to remain with or leave their organisation.
However, understanding the antecedents of OC is not enough for understanding or identifying the
key factors that significantly affect the OC, because it is such a multifaceted phenomenon. Several
studies focused on the main factors affect OC like trust in leadership and pay equity have found a

relationship between them. But to my knowledge, there is a lack of research into factors that may
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affect the strength of both. This study examined the effect of LoM on these relationships,

specifically the influence of LoM on employee decisions and how they are related to OC.

LoM is a rich concept, but this study is more interested in the role of money amongst locals
and expatriates OC in the UAE. It is expected that expatriates will have a high level of sensitivity
towards money because they have left their native countries to work abroad to make more money.
Locals are expected to have high levels of LoM because they get higher salaries and they are
residents of one of the highest GDP countries. However, we still do not know whether the high level
of LoM will affect OC or not. The LoM factor should have a significant effect on employees’
behaviours which in turn, influence the employees’ interrelationship with the organisation, such as

employees’ trust in leadership and pay equity with OC.

This study examines the effect on both expatriates and locals to find the different effects of
LoM amongst these two groups of employees. In doing so, | expect to make a unique contribution
to the literature. First, the study of expatriates’ OC has received a little attention in employee
behaviour, thus this study demonstrates that expatriates are very sensitive to LoM which will
increase sensitivity towards equity and distributive justice. Second, examining the unexplored factor
of LoM as a new factor will reshape the entire employee relationships at the workplace, specifically
pay equity, trust in leadership and OC. Third, no published studies have examined LoM as a key

factor that affects trust in leadership.
1.4 Purpose of the study

1. Examine the effect of pay equity on OC.

2: Examine the moderating effect of LoM on the relationship between pay equity and OC.
3. Examine the effect of trsut in leader on OC.

4. Examine the mediating effect of distributive justice on the relatiuonship between trust in
leader and OC.

5: Examine the moderating effect of LoM on the relationship between trust in leadership and OC
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1.4.1 Research questions

Q1: Does pay equity affects the OC.?

Q2: Does love of money moderate the relationship between pay equity and OC?

Q3: Does trust in the leader affects OC.

Q4, Does distributive justice mediates the relationship between trust in leadership and OC.

Q5: Does love of money moderate the relationship between trust and OC?

1.4.2 Hypotheses

H1. Pay equity positively affects the OC.

H2: Love of money moderates the relationship between pay equity and OC.

H3: Trust in leader positively affects OC.

H4, Distributive justice mediates the relationship between trust in leadership and OC.

H5: Love of money moderates the relationship between trust in leadership and OC.

1.5 Research significance

Reduced absenteeism and turnover are good signs of OC; they maximise employees’
outcomes and reduce potentially low commitment. Researchers have exerted great efforts to find
the most effective measure of OC with modest results that fail to focus on individual differences.
This study seeks to expand the understanding of OC to examine the major factors that could

influence OC and to extend the understanding of the individual differences that affect OC.

The results could help the HR managers to: (1) identify which factors have a significant
effect on OC to implement strong motivation system; (2) discover possibilities of OC
enhancements; and (3) create successful and flexible policies through applying equity that

motivates and improves OC. The findings are expected to help leaders know how to gain and retain
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trust. Previous studies into trust in leadership have failed to focus on employees’ characteristics

and differences in gaining trust.

Combining LoM with commitment, pay equity and trust in leadership theories will offer an insight

into how LoM reshapes the relationship of pay equity as the result of management policies

influence both trust in leadership and OC.

1.6 Structure of the thesis

Following this introductory chapter, Chapter 2 comprises a detailed literature review that
details the primary and supporting research of the main topics addressed in this study. Chapter 3
presents the constructs of the study which helps to create the conceptual framework and research
hypothesis. Chapter 4 includes a detailed breakdown of the research plan and methodology and
covers research philosophy, approach, strategy, process, design and analysis. Chapter 5 includes
the data assessment and preparation. Chapter 6 presents a preliminary analysis of the data and
discusses the reliability and validation of the data instrument. It also presents a structural validity
model and hypotheses testing the results and moderation analyses. Chapter 7 summarises and
illustrates the research findings and presents a discussion of each hypothesis. Finally, Chapter 8
contains conclusions and contributions and presents theoretical and practical implications,

research limitations and recommendations for future research.
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Chapter 2: Literature review

This chapter presents a literature review of OC, its importance, theories, expat OC and
antecedents. It includes turnover intention as the best predictor of OC. The chapter reviews the
literature on LoM, explaining the main factors, sub-components and scales in addition to
presenting an explanation of the relationship between LoM and employee decisions. It ends by
explaining the moderating effect of LoM on the relationships between pay equity, trust in
leadership and OC and related theories and highlights the gaps in the literature. It also explains
the mediating effect of distributive justice on the relationship between trust in leadership and

OC.

2.1 Organisational commitment

OC is a popular topic among organisational researchers due to its importance as a key
determinant of effectiveness and performance of the organisation (Fiorito et al., 2007; Meyer
et al., 1993). It represents a ‘psychological state of employees’ relationship with the
organisation, in addition to employees’ decision to remain as a member of the organisation’
(Meyer et al., p.539). It is a psychological attachment that connects individuals to an
organisation (O’Reilly and Chatman, 1986). However, there are different explanations of how

this linking or bond develops (Mathieu and Zajac, 1990).

At the organisational level, OC is associated with many variables like organisational
support (Eisenberger et al., 1986; Williams et al., 2002), social exchange theory (O’Reilly and
Chatman, 1986; Whitener, 2001) organisational citizenship behaviour (Meyer et al., 2004,
O’Reilly and Chatman 1986; Schappe, 1998; Shore et al., 1995) organisational effectiveness,
productivity and performance (Bateman and Strasser, 1984; Mowday et al., 1974). At the
individual level, OC has clear a positive relationship with work outcomes including employee

performance (Chughtai and Zafar, 2006; Chen et al., 2006), employee job satisfaction (Angle
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and Perry, 1981; Chughtai and Zafar, 2006; Meyer et al., 2002; Mowday et al., 1979; Pool and

Pool, 2007; Porter et al., 1974) and work motivation (Mathieu and Zajac, 1990).

2.1.1 The importance and the benefits of OC

OC has a direct effect on individuals’ attitudes and behaviours. Committed individuals are
more bound with extra-role behaviour, more creative and more innovative, which benefits the
organisation and keeps it competitive, achieving organisational objectives (Mathieu and Zajac,
1990). Employees who remain with the organisation are working towards success (Meyer et
al., 1989). OC is negatively associated with absenteeism (Angle and Perry, 1981; Chughtai and
Zafar, 2006; Porter et al., 1974). Based on a meta-analysis study by Mathieu and Zajac (1990),
poor attendance, absenteeism, high turnover and intention to leave are consequences of low
OC. It has two views: the organisation’s view as desirable attributes (Shore et al., 1995), and
the employees’ view of it fostering extrinsic and intrinsic rewards related to membership of the

organisation.

2.1.2 Expatriate OC

An expatriate is an employee who is working outside their parent country and intending to
return to that country (Grosse and Kujawa, 1992). Expatriates are vital in settings where
imported management instruments and practices often have a completely different meaning and

impact beyond their original expectation (Steger et al., 2009).

Migration is a permanent feature of the international economy. It is the movement of
people who may be in search of work, escaping oppression or simply would like an improved
lifestyle. Migrant employees are most commonly used to overcome skills shortages, but there
are differences in the attitudes and perceptions between low-and high-skilled migrants (CIPD,
2005). High commitment will ensue from the motivation of migrants to learn, send money home
or maximise their income within a short period (Dench et al., 2006). A migrant is viewed as an

investment in future income streams (Sjaastad, 1962).
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Large numbers of individuals spend part of their lives living and working in foreign
countries (OECD, 2007). These people are classified either as organisational expatriates who
are transferred by their home companies to international posts (Edstrom and Galbriath, 1977)
or the self-initiated who personally decided to live and work abroad (Howe-Walsh and Schyns,
2010). This kind of expatriate is available either both private and public sectors (Selmer and
Lauring, 2011). The majority (50-70%) of expatriates are self-initiated expatriates (SIES)
(Jokinen, Brewster and Suutari, 2008; Peltokorpi and Froses, 2009; Doherty, Dickmann, and
Mills, 2011). Most studies on expatriates have focused on those assigned by their parent
companies to the foreign country (Peltokorpi and Froese, 2009). The recent trend is to study
expatriates who charge of their careers without the support of the organisation in the home

country (Noeleen, Dickmann and Mills, 2011). However, this study focusses on SIEs.

SIEs are driven by the desire for adventure and life change, by family concerns, money
and career opportunities (Richardson and Mallon, 2005). Younger expatriates are motivated to
live and work abroad due to adventure and travel, career and financial incentives (Selmer and
Lauring, 2010). SIEs are generally starts their tenure younger, female and single and stay for a
shorter period overseas than organisational expatriates (OEs) (Suutari and Brewster, 2000). In
terms of job-related factors, OEs work for the home country and occupy higher positions, while
SIEs are older and have longer overseas experience (Jokinen et al., 2008). SIEs tend to start at
an earlier age on the first assignment with a greater intention to leave the job than OEs (Beiman
and Andersen, 2010). SIEs experience lower job satisfaction (Froese and Peltokorpi, 2011). The
differences in individuals’ cross-cultural, job-related and work attitudes should be concerned
by HR managers since they are interested in measuring expatriate successes (Bhaskar-Shrinivas
etal., 2005). However, prior studies have not explained the differences in expatriates’ outcomes
or the factors that affect their commitment. It is plausible to expect differences in individuals

and job-related factors to explain differences in expatriates’ outcomes specifically OC.

17



There are many theories which explain the reasons beyond labour migrant decisions.
Broader theoretical models allow for an expanded set of mobility motivations; for example, a
preference for a specific area (good climate, social network, other incentives). The economic
approach assumes that long-distance households are motivated by economic’ gain, therefore
married couples migrate to increase earnings. The human capital theory on investment decisions
proposed by Mincer (1978) argues that married couples allocate household labour to pay to
maximise the total benefits and each migration decision is based on potential economic
opportunities and the cost to the entire household rather than of any individual member.
Migrants look for work across a range of locations and migrate if a better wage offer obtained
is provided by a job elsewhere. Both theories imply that wage level will affect migration

decisions (Owen, 1992).

Age, education and experience are important predictors for migrants. In addition to non-
labour market factors like housing costs, family structure is an additional factor that affects
migration decisions and labour market incentives. Although these theories explain the reasons
behind expatriates working abroad, they do not provide a clear explanation of individual

differences between the expatriates in their decision to stay or return home.

Organisations face challenges if they consider relying on low-cost migrants, as the UK
learned when hiring low-cost, low-skills labours in agriculture, hotels and catering. These
policies will create difficulties in higher labour turn over and work opportunities elsewhere
(Connel and Burgess, 2009). Low-cost employees create high levels of turnover and low
commitment. In manufacturing firms in the UK, Elger and Smith (1998) founded that low paid
workers are willing to move to alternative employment for very modest improvements in terms

and conditions.

The availability of low-paid high-skilled labours has led to economic exploitation.

However, this does not help to explain why these workers either stay or leave. Not only low-
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cost and low-skill workers migrate, so do well-educated skilled professionals (Athukorala,
1993). The expatriates’ needs, concerns and interests have not been understood by firms who
either adopt low cost and skilled labour or high skilled labour and how to retain them under the

high ratios of turnover, especially in the last years.

Expatriate turnover is important because of the high cost and prevalence. Some 25% of
expatriates leave their jobs within one year, a turnover rate twice as high as UAE’s abour
(GMAC, 2008). Expatriates with high levels of job satisfaction have lower turnover (Naumann,
1993). One of the greatest challenges is how to manage human resources on a global scale
because it needs an understanding of the nature of employee identity and requires maximising
the potential of each employee. The rapid development in the large number and growing demand
for expatriates within the UAE leads us to focus on the ways to retain expatriate employees.
Individual decisions to leave or remain have received much attention researchers (Ambrose,
Hustone and Norman, 2005). According to a report published in the UAE, there is 21% turnover
among expatriates which cost annually AED 11 billion ($ 3 billion) (Gulf News, 17 Oct. 2017,"
Staff turnover in the UAE higher than global average: report"). Therefore, it is sensible to
investigate expatriate employees and study the motivational factors they feel to increase retention

in the uae.

Equity, justice and trust are the main components of the psychological contract (Schein,
1965). The contract holds that employees will be treated fairly and honestly to meets the needs
for equity and transparency in the relationships, justice and trust and expecting some fulfilment
of their need for job security and certainty about the positions in return their loyalty to the
organisation (Burchell et al., 2002). However, in recent years it has been characterised by
instrumentality, uncertainty and imbalance between what is offered by an organisation and what
expected from the employee (Guzzo and Noonan, 1994; Rousseau and Griller, 1994).
Psychological contract failure leads to demotivation, reduction in job satisfaction and a decline

in commitment. Organisational justice has a positive effect on expatriates’ psychological
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contract fulfilment (Chen, 2010). Trust has positive effects on teams’ outcomes (Costa, 2003).

Therefore, building trust is the main component of any sustainable management policy.

It is important to understand the psychological nature of expatriates which should be
distinguished from that of other individuals. There is also a lack of research focused on money
attitudes, specifically LoM and its effect on expatriates’ outcomes. Most studies into money
attitudes have not studied these constructs in the context of expatriates. Thus, we do not know

if it is a key factor that affects OC specifically expatriates.

2.1.3 Theories on OC

Earlier studies (Buchanan, 1974; Mowday et al., 1979; Porter et al., 1974) focused on a
one-dimensional approach to measure OC, either attitudinal or behavioural (Dunham, Grube
and Castaneda, 1994). Some researchers have argued that the approaches are not completely
different and have overlap (Mathieu and Zajac, 1990). Others have argued that neither approach
is better than the other because the two are reciprocal, not exclusive (Reichers, 1985). The
findings of empirical studies in the literature of attitudinal and behavioural approaches are either
inconsistent or inconclusive; therefore it is difficult to synthesize them (Meyer et al., 1993).

Concerning behaviours and attitudes, commitment is defined by Mowday et al. (1979, p.47):

It is more useful to consider the two (commitment attitudes and behaviours) as reciprocally
related overtime. The important issue is not whether the commitment process being with either
attitudes or behaviours, rather what is important is to involve the subtle interplay of attitudes

and behaviours.

The attitudinal approach is the most common type and represents individuals’ effective
involvement and identification with organisational goals. Measured by a 15-item questionnaire,
Mowday et al. (1979) measured OC by assessing workers’ motivation, intent to remain and
identification with organisational goals. Other researchers have studied commitment based on

psychological attachment (Meyer and Allen, 1984). In short, attitudinal commitment represents
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individuals’ identification with the goals of a specific organisation and intention to remain as a
member of that organisation to achieve those goals. Commitment represents an exchange
relationship when individuals bond themselves with the organisation in return for specific

rewards (Mowday et al., 1979).

However, the behavioural approach focuses on individuals’ pasts when they bond
themselves to the organisation. Therefore, behavioural commitment is a state in which
individuals have bound their actions to an organisation to sustain their activities and
involvements (Kalanick, 1977, p64). Behavioural commitment is based on a social
psychological perspective which refers to the process in which employees are bound to the
organisation based on their past behaviour and the way they adjust to it (Mottaz, 1989). Based
on this perspective, OC is defined as the binding of employees to behavioural acts (Salancik,
1977; Kiesler and Sakumura, 1966; Staw, 1977). Behavioural commitment occurs when
employees are bound by their actions in a way that exceeds formal expectations and are

displaying overt manifestations of this (Mowday et al., 1979)

Calculative commitment is based on Becker’s ‘side-bet’ theory (Mathieu and Zajac, 1990).
It is a structural phenomenon which is an outcome of employees’ transactions and the variation
in their investments of time and effort over time (Herbiniak and Alutto, 1972, p.556). The
investment here represents the cost implication that reduces individuals’ alternatives, therefore,
the commitment reflects the degree of attachment with the organisation based on investments
and outcomes like time, effort, identification and reward which reflect their intention to stay
with the organisation. Although OC is based on employees’ evaluations of their loss of

investments, we do not know employees’ evaluation of a new job and how they will compare.

Behavioural commitments lead to higher attitudinal commitment since individuals develop
attitudes harmonious with their behaviour, and co-worker relationships lead to social

involvements which increase attitudinal commitment (Mottaz, 1989). The perspectives are
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interrelated which can show the effect of attitudinal commitment on behavioural commitment
and vice versa. Attitudinal commitments lead to behavioural commitment which heightens

attitudes and vice versa (Mowday, 1982).

It has been argues by Meyer and Allen (1990) that more understanding of individuals’
psychological relationships with an organisation can be found by considering all three forms of
commitment (Herscovitch and Meyer, 2002; Meyer et al., 1993). Each component is the result
of a different experience and implications of work behaviour (Meyer et al., 1993). The
examination of the combined model will generate valuable knowledge (Dunham et al., 1994).
This dissertation used Meyer and Allen tri-model (1984, 2004). It initially includes effective
and continuing commitment to differentiate between behavioural and attitudinal commitment.
They subsequently included normative commitment (Meyer et al., 1990). All components are
negatively related to turnover intentions. Affective commitment has the strongest correlation
with job behaviour followed by normative commitment, while continuance would be negatively
related or unrelated to job behaviour (Meyer et al., 2002). Meyer and Allen’s model identified

three themes: affective, normative and continuance.

Affective commitment (AFCM) represents an emotional engagement for an employee
who desires to continue as a member of the organisation (Allen and Meyer, 1990). The
committed employee enjoys membership of the organisation and identifies with it (Allen and
Meyer, 1990). Affective commitment employees have strong identification and are more
engaged with their organisation to accomplish organisation goals (Darolia et al., 2010). It is
significantly correlated with satisfying conditions, perceptions, self-presentation and individual
adjustments (Powel and Meyer, 2004) and negatively correlated with employee turnover,
absenteeism, withdrawal cognition, stress and work-family conflict (Meyer et al., 2002).
However, in attitudinal commitment, the cost of leaving is not obvious and we should know

whether this cost represents employees’ investment or the consequences of leaving the job. The
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related cost of the risk rises when joining a new organisation with uncertainty surrounding the

new job.

The theory of normative commitment (NRCM) was developed from socialisation
experience. It represents a moral obligation to stay as a member of the organisation (Allen and
Meyer, 1990); it is a mindset of one who must continue a series of actions related to a goal
(Allen and Meyer, 1990). It has two sides: moral duty, and an indebted obligation (Meyer and
Parfyonova, 2010). NRCM employees mainly stay with the organisation because of a feeling
that they ought to do so and it will exist when they believe that the organisation expects their
loyalty or if they are affected by others on the importance of being loyal (Allen and Meyer,
1990). Obligation feelings are created when an employee feels that the organisation has invested

in them and they have to be loyal (Allen and Meyer, 1990).

According to Colquitt et al. (2010), NRCM can be built in two ways. The first is by
creating indebtedness feelings in the employees so that they feel obliged to be loyal to the
organisation since the organisation has spent a lot on their training and development. These
feelings create guilt if they leave the organisation. The second is to become engaged with
charity work which creates feelings of pride in the employees and enhances NRCM. However,
these feelings may differ between individuals, especially those with high LoM who may

consider this as a personal investment to achieve their goals.

Continuance commitments (CNCM) are based on the side-bet theory that employees
desire to continue as a member of an organisation because of the associated cost of leaving
(Allen and Meyer, 1990). It is a cost perception to discontinue a series of actions (Meyer and
Herscovitch, 2001). That means CNCM related to past investment in the employee with the
organisation they will remain because of the benefits they will gain and they will incur a big

cost if they leave. Therefore, employees feel committed to the organisation in terms of
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monetary, social, psychological and other costs related to leaving. Employees with CNCM put

their effort when the rewards match perceptions (Allen, Meyer and Starnes, 2004).

CNCM is an outcome of side-bets and lack of employment opportunities outside the
organisation (Allen and Meyer, 1990; Becker, 1960; Powell and Meyer, 2004). Powell and
Meyer (2004) identified seven side-bets as an antecedent of CNCM: expectations of others,
self-presentation concerns, bureaucratic arrangements, individual adjustments, non-work
concerns, lack of alternatives and satisfying conditions. The accumulation of side-bet items will
maximise the cost related to leave the organisation which increases the CNCM (Mathieu and
Zajac, 1990; Powell and Meyer, 2004). The lack of opportunities enhances the higher level of

CNCM (Colquitt et al., 2010).

Although, Meyer (2002) scale identifies factors that affect CNCM: lack of alternatives and
sacrifices of quit the organisation’ too much in my life will be disrupted’ but it is not clear if
this disruption is it personal sacrifices or related to leaving the organisation. However, the
employee remains with the organisation because they have to do so and affected by the
sacrifices of leaving cost as per Meyer and Allen (1990). CNCM does not have a significant
relationship with some attitude affecting variables (Meyer and Allen, 2001). This monetary cost
represents the amount of money which is required to affect employee behaviour and the stay or
leave decision and, if they stay, what the state of their commitment is. Individuals with high
LoM are more sensitive to fairness/unfairness situations and they are willing to take risky

actions against these conditions.

Although attitudinal commitment perspective focused on employees’ psychological state
in regards of their loyalty, involvement and willingness to exert efforts but it pay less concern
to employees’ decisions that may have the great effect on employee loyalty and turnover which
will affect OC. Attitudinal commitment perspective divides commitment into three elements —

affective, normative and continuance. These factors represent employee psychological state in
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a specific period in the organisation regardless of how an employee will react to this situation.
Affective commitment represents a positive state for both employee and the organisation.
However, both normative and continuance commitment may represent a negative state, thus not
preferred by leaders. While behavioural commitment focuses on employee decisions, it
interprets the decisions based on investment in the organisation and ignores differences between
individuals. OC should include both attitudinal and behavioural commitment to represent a

comprehensive definition in addition to reflecting the crucial role of the employee’s decision.

Since employee turnover is the best predictor of OC, the psychological state will not
provide a full understanding of the effective factors in the employees’ decision, while
behavioural commitment at least gives signs about employees’ decision as to the main factor
that controls their commitment, but it ignores individual differences. Therefore, OC should
include the magnitude of the ratio of employees’ quitting decisions to the level of commitment,
which reflects the psychological state of employees’ affective, normative and continuance
commitments. However, individuals come to the organisation with specific skills, goals and
desires which they expect to use to achieve their goals which will increase their commitment,
but if the organisation fails to provide enough opportunities, OC will be diminished (Steers,

1977).

Although all types of commitments are associated with the possibility of remaining as a
member of the organisation, the nature of individuals’ involvement might differ. As an example,
an employee who has affective commitment has a strong intention to continue with the
organisation more than someone who is not linked to continuous improvement with it. The
same degree of commitment is displayed by an employee with strong normative commitment,
who has a strong obligation to continue with the organisation (Herscovitch and Meyer, 2002).
All three components have different measurements of other work behaviours like absenteeism,

productivity and citizenship behaviour. However, few studies explain employees’ outcomes
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under the effect of LoM and how LoM may reframe employees’ attitudes and decisions to

remain.

2.1.4 Antecedent of OCs

To know how employees behave according to their leaving decision, we need to know the
antecedents of OC with personal, job and organisational characteristics, team-leader
relationships and role states (Zajac, 1990). Meyer et al. (2002) conclude that OC antecedents
include demographic variables, individual differences, work experience and investment,
congruency, interesting work, clarity of goals, equity and fairness, feedback and recognition,
empowerment and autonomy (Fornes et al., 2008). Personal and job characteristics and work
experience also affect OC (Steers, 1977). Many studies focus on demographic factors as
antecedents of OC like age, years of service, education level and marital status (Angle and
Perry, 1981; Chughatai and Zafar, 2006; Steers, 1977). Meyer and et al. (2002) found a positive

correlation between OC and demographic variables like age and tenure.

Education has a negative effect on both attitudinal and behavioural commitment (Mottaz,
1989) because they are highly linked to their profession (Steers, 1977) and have higher
employment alternatives; hence they are less stable than less educated people (Angle and Perry,
1981). It has been suggested by Mowday (1982) that the antecedents of affective commitment
are personal, job and structural characteristics, in addition to work experience. However,
Balfour and Wechsler (1996) and Chughtai and Zafar (2006) found the level of education is not

associated with OC.

Experience has an influence on normative. Employees are expected to have a high level
of normative commitment if their father has long-term employment with an organisation or if
he has high levels of loyalty, but for organisational socialisation, the organisation predicts the
loyalty as strong normative commitment (Allen and Meyer, 1990). Leavers may have higher

skills; therefore, they have more opportunities in the market (Tang et al., 2000).
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Age is positively associated with commitment (Angle and Perry, 1981; Cho and Mor
Barak, 2008; Mathieu and Zajac, 1990; Rowden, 2000; Hrebiniak, 1974; Lee, 1971; Sheldon,
1971). Younger employees have lower commitment than older (Cho and Mor Barak, 2008).
Older employees have a higher level of commitment because they have fewer job opportunities
elsewhere (Mathieu and Zajac, 1990), while younger employees have a lower commitment
because they have less investment in and a shorter history with the organisation (Dunham et al.,
1994). Meyer and Allen (1984) suggest that better positions make employees more satisfied
which creates a higher level of commitment. However, long tenure may give more alternatives
in the market. Older employees realise that they will incur more costs by leaving the
organisation (Parasuraman and Nachman, 1987). Many studies have found a negative
relationship between age and commitment (Goulet and Frank, 2002; Kacmar et al., 1999).
Goulet and Frank (2002) found a negative relationship between age and OC in a study of 228

private and public sector employees.

Gender has varied results but Angle and Perry (1981) and Mathieu and Zajac (1990) found
women more committed than men, while Cho and Mor Barak (2008) with study in Taiwan of
381 found the reverse as did Aydin et al. (2011). However, most studies have found gender is
not a significant predictor of OC (Al-Ajimi, 2006; Joiner and Bakalis, 2006; Kacmar et al.,

1999; Steven et al., 1978).

Marital status; married employees have a higher level of commitment because of family
responsibilities (Angle and Perry, 1983; Mathieu and Zajac, 1990). However, Joiner and
Bakalis (2006) found a lower level of commitment with married academics in Australia and

Chunghtai and Zafar (2006) found marital status not to be associated with OC.

Length of service is positively associated with OC (Mathieu and Zajac, 1990; Meyer and
Allen, 1997; Meyer et al., 2002; Salami, 2008). Meyer and Allen (1997) noted that employees

may gain emotional attachment during their tenure which creates difficulties in leaving (Meyer
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and Allen, 1997; Igbal et al., 2011). Years of service are an employee’s investment and include
pay, time and position (Becker, 1960). However, one study conducted in Kenya and the US by
Walumbwa et al. (2005) found a negative relationship between length of service and OC.
Chaghtai and Zafar (2006) found tenure was not associated with OC, and neither did Balfour

and Wechsler (1996) in their study of a public organisation.

Engagement is very important for employees because disengagement will create a lack of
motivation and low commitment (May, Gilson and Harter, 2004). It is essential because it is
related to turnover intention (Allen and Meyer, 1996; Clugston, 2000). Employees’ engagement
is positively related to affective commitment, which is already documented in the literature and
supports previous findings (Demerouti, Bakker, De Jonge, Janssen and Shaufeli, 2001; Saks,

2006).

A review of demographic factors reveals inconclusive findings on the antecedents of OC
and no full understanding of the key factor affecting commitment. Affective commitment is
affected by age, gender, marital status, education and tenure, but these represent the least cluster
while the majority will be represented by continuance and normative commitment, which leads
to lower employee OC. However, demographic factors are not enough to explain employee
decisions concerning leaving the organisation and require more empirical studies looking at the
factors and variations between countries. Since continuance commitment is preferred by
leaders, we blind our eyes to ‘dangerous commitment’. Normative commitment is closed to the
same distance for both affective and continuance commitment which means it will be flexibile
and easier for the employee to switch (commitment state changes) either to affective or
normative commitment. Therefore, to be proactive we should know which factors may affect
normative commitment and which affect employee decisions to stay with or leave an

organisation which affects employee outcomes.
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Integrating voluntary turnover decisions with LoM is important to give a better
understanding of employee organisational commitment. This dissertation is not aiming to add
to the extensive literature of the forces that push employees to quit an organisation or to give
more understanding to the employee decision-making itself; instead, it will add to give more
understanding about the effect of LoM and how it reframes employees’ decisions in regards to
major relationships in the workplace like pay equity and trust in leadership and the state of OC.
It will also shed light on how they vary in coexistence and react to fairness and unfairness

conditions.

2.1.5 Voluntary turnover

Voluntary turnover is an important element of employee outcomes for dissatisfaction and
the best predictor of OC which represents the best measure of job satisfaction (Porter et al.,
1976). Dissatisfaction leads employees to acquire high levels of intention related to
counterproductive behaviours (Cohen-Charash and Spector, 2001; Tang and Chiu, 2003).
Turnover represents a severe headache for all organisations, especially after increasing the need
to retain talented employees. Losing key employees represents a loss of the enterprise’s assets.
Turnover undermines any organisation’s competitive advantage (Su and Zhao, 2005). There is
a negative effect from employee turnover in labour cost, loss of intangible assets, declining
cohesion and private morale (Wang et al., 2014). The range 93-200% of budgeted salary is the

estimated cost of replacing a single employee in the organisation (Griffeth and Hom, 2001).

Due to the related cost, disruption and possible loss of important skills, valuable knowledge
and organisational memory, it is important to maximise employee retention (Griffeth and Hom,
2011). However, satisfied employees have high fairness perceptions. Perceived fairness affects
employee attitudes and behaviours (Cohen-Charash and Spector, 2001; Kim and Mauborgne,
1993; 1998; Korsgaard et al., 1995; Li et al., 2007; Masterson et al., 2000). Adams (1963) found

it may have more influence on employee fairness perceptions and higher perceptions make
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higher differences. For individuals with higher LoM, perceptions are higher than those with low
levels of LoM. That means the individuals are in leaving intention stage, leaving or remain with
high deprivation feelings reflects the real state of their commitment. Employees with a high

level of LoM have high perceptions of their input/output ratio (Chiu and Tang, 2011).

2.2 Love of money

Monetary intelligence theory asserts that people use their money attitude to shape vital
concerns and choose specific alternatives to accomplish financial objective and happiness
(Tang et al., 2015). Individuals’ intentions and behaviours are a matter of many hidden issues
at different levels of the environment (Ariely, 2008a; Ozbek et al. 2015). Individuals’ deeply
rooted monetary beliefs and values are shaped by financial resources, experience and culture
(Tang, 2018). Individuals use their LoM to frame crucial matters in the near and future then
select alternatives to increase expected usefulness and ultimate happiness (Gintena, Tang and

Gu, 2016b).

In commerce, is a tool for measuring the value (Grant, 2008; Tang and Baumeister, 1984).
Individuals around the world have special histories, cultures and beliefs and different values,
economic, legal, political and social infrastructures but they all talk one common language that
all understand: money (Tang et al., 2015; Colquitt et al., 2011; Tang 1992; 1993; McClelland,
1967). Money, as a tool, is instrumental in satisfying biological and psychological needs (Lea
and Webley 2006). Poor children overestimate the size of a coin compared to their rich

counterparts (Bruner and Goodman 1947).

Money activates individuals’ feelings of self-sufficiency to be independent, reduce the
need for help, donate less money to charity and retain a large physical space between themselves
and others (Vohs et al. 2006). When people count 80 $100 bills (comparative to counting 80
pieces of paper) it will minimise their physical pain (Zhou, Vohs and Baumeister, 2009). The

expectation of pain enhances the aspiration of money (Zhou and Gao, 2008). The visible
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existence of wealth provokes feelings of envy toward wealthy others which leads to a higher
ratio of cheating for personal gain (Gino and Pierce, 2009). High love-of-money individuals
have higher Machiavellianism (Christie and Geis 1970; Tang and Chen 2008) and are more

likely to use manipulative strategies, take high risks (Tang et al. 2008a; 2008b).

Although researchers have exerted extensive efforts to investigate the effect of LoM on
different employees’ outcome, few have empirically tested the proposition that LoM is at the
root of employee decisions within organisations. By following the attitude-to-behavioural-
intention aspect of the theory of planned behaviour (TPB), this study tries to integrate LoM
with TPB to have a better understanding of employees’ decision and reaction against unfairness.
| expected that LoM will have a significant effect on employee relationships in the
organisational context; negatively by provoking these relationships under unfairness conditions
leading to risky decisions and positively by enhancing the relationship strength under fair
conditions which affects OC.

Maslow’s theory is especially useful in understanding individuals’ attitudes towards
money (Williams et al., 1990; Xiao and Noring, 1994). Behaviour towards money cannot be
uniform because thatt requires sharing values and beliefs. People are different in how they think,
feel and act in regards to money (Jindal, 1990; Goldberg and Lewis, 1978). Individuals’
attitudes towards money are variables (Jindal, 1990). Money has a different meaning for people
(Wernimont and Ftzpatrick, 1972). People have different social experiences of understanding

money (Lau, 1998).
2.2.1 LoM components:

LoM is a multidimensional individual difference variable with different subcontracts
activated by the behavioural (motivators) and cognitive (importance and power) (Malhotra and
Gino 2011; Sardz"oska and Tang, 2012). Affective factors represent individuals that ceaselessly

want to be ‘rich’ and independent (Vohs, Mead and Good, 2006). Behavioural factors make
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money a strong motivator (Tang, Kim and Tang, 2000; Lock et al., 1980), while cognitive
factor represents importance, respect, power and achievement (Mitchell and Mickel, 1999;
Zhou et al., 2009). Money is linked to success (Rubenstein, 1981).

LoM is one of the most developed constructs of money attitudes (Mitchell and Mickel, 1999),
is related to materialism (Belk, 1985; Kasser, 2002; Tang, Luna-Arocas, Quintanilla Prado and
Tang, 2011) and differentiated from greed (Cozzolino, Sheldon, Schachtman and Meyers,
2009). LoM contributes to give us more understanding of pay satisfaction (Tang, Luna-Arocas,

2007; Sutarso, 2005; Sutarso et. al, 2006).

This construct has been substantiated in empirical studies across three dozen countries
around the world (Lim and Teo, 1997; Tang et al., 2011a), cited in influential reviews (Kish-
Gephart et al., 2010; Lea and Webley, 2006; Mickel and Barron, 2008; Mitchell and Mickel,
1999; Zhang, 2009) and discussed in numerous books (Colquitt et al., 2011; Furnham and
Argyle, 1998; McShane and VVon Glinow, 2008; Milkovich, Newman and Gerhart, 2011; Rynes

and Gerhart, 2000).

Following TPB, and the directional attitudes of behavioural intentions, individuals with
high LoM have a large discrepancy between their wants and needs (Lawler, 1971) which leads
to low levels of satisfaction (Kahneman and Deaton, 2010; Maslow, 1954) and their harmful
desires push them to temptation (Baumeister, 2002). Individuals’ satisfaction may be highly
influenced by their deeply rooted monetary values, an individual difference variable, within a

broader system of values and goals (Grouzet et al. 2005; Dittmar et al. 2014).

The affective component is based on individuals’ emotional attitudes if they love or hate
and whether money is good or evil (Tang, 1992). Being rich is a major sub-construct of LoM
because most people want to be rich and have a lot of money (Gino and Pierce, 2009b). In
materialistic societies, most people love money and want to be rich. A few people hate money

and like to be poor (Tang et al., 2015). Money can be a binge drug; the more they gain, the
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more they want. Many people compare themselves with rich people, while rich people envy the
super-rich (Adams, 1963; Nickerson and Zenger 2008). To be rich, people may do unethical
things. High LoM leads public employees to conceded ethical standards in Swaziland
(Gbadamosi and Joubert 2005). Individuals with high income believe that money reflects their
accomplishments and money is not evil (Tang, 1992). The motivator notion leads to either
positive or negative results. Whenever super-rich individuals have inequity feelings, they will

steal in the name of justice (Greenberg, 1993; Simons and Roberson, 2003).

Empirical data supports the idea that ‘love of money is the root of evil’ (1 Timothy, 6: 10),
but it is not (Tang and Chiu, 2003). LoM leads to low levels of pay satisfaction yield and OC,
which will lead to unethical behaviour (Tang et al., 2002). In other words, money is the root
source of evil (corruption, unethical behaviour and scandal) in our society (Kochan, 2002).
LoM is strongly associated with greed and it has been considered as ‘taboo’ by people in several
societies (Luna-Arocas and Tang, 2004). LoM is the root of evil, but money is not (Tang and

Chiu, 2003).

As a behavioural factor (motivator and budget), money is a motivator (Gupta and Shaw,
1998; Kohn, 1993), considered as a tool that helps people to satisfy biological and psychological
needs (Maslow, 1954). Budget refers to the notion whether the individuals are using their
money carefully or in an unconscious way. On the positive side, money is a motivator (the
behavioural component) (Maslow 1954). Whatever becomes paid becomes done (Ariely, 2010;
Jenkins et al., 1998). Money is a motivator because nothing comes close to money (Gomez-
Mejia and Balkin, 1992; Jenkins et al., 1998; Locke et al., 1980; Tang et al., 2000). There is no
other incentive that can be compared with money (Lock et al., 1980). Employees are motivated
by any chance to earn more money (Tang et al., 2017). On the negative side, motivation by
money leads to unethical behaviour; in one food processing plant employees were rewarded for
discovering insect parts in the process, and so pioneering employees got insect parts from home

to add to the food to get the bonus before they removed them (Milkovich et al., 2014).
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This component of LoM varies vary from other money-related attitudes in the literature
(Srivastava, Locke and Bartol, 2001; Wernimont and Fitzpatrick, 1972; Yamauchi and
Templer, 1982). It provokes individuals to do whatever it takes either ethical or unethical to

satisfy their needs to become rich (Tang et al., 2011).

Cognitive factors (importance, success and equity) represent the important beliefs about
money (Tang et al., 2006). Cognitively, money is important (Tang, 1992) and leads to success.
Money’s importance is built in childhood maintained in adult life (Furnham and Argyle, 1998).
Money is how we compare; it is a scorecard (Adams, 1963). In money attitudes, ‘importance’
is the most consistent thread in the literature (Michell and Michel, 1999). We use money to
compare ourselves with others (Furnham and Argyle, 1998). Money represents power
(Lemrova” et al., 2014). People see money as irresistible power. Thus, money and power are
one unit. Money represents power, success and sustaining life that goes together with the job
(Badaracco, 2006). Success represents individuals’ possession and obsession with money
(Furnham and Argyle, 1998). Income is used to judge success (Rubenstein, 1981). Money is an
important symbol of success (Tang, 2007). Rich, motivator and important factors will lead to

low pay satisfaction in an organisation (Tang and Chiu, 2003).

Employees interested in equity evaluate their rewards through social comparison (Tang
and Tang, 2012). Therefore, the rewards are not absolute but are related to other comparative
rewards. Equity is related to the notion of whether individuals use their money carefully or not
(Luna-Arocas and Tang, 2004). Equity is both internal and external. Internal equity treats with
the differentials of employees’ pay at different firms in a vertical hierarchy (Tang et al., 2000).
Employees with more difficult jobs and responsibilities should be paid more. Individual equity
represents the idea that once the same duties are given to employees, higher quality and quantity
should be paid more (Milkovich and Newman, 2002). The equity factor is essential for pay
satisfaction because the value of rewards given to individuals is associated with other rewards

to which it is compared (Adams, 1963). Money is a sense of inequity (Gino and Pierce 2009b)
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leads people to steal ‘in the name of justice’ (Cohen-Charash and Spector 2001; Greenberg
1993; 2002; Simons and Roberson 2003). Managers have a strong relationship between LoM

and corruption because of their high concern with justice and equity (Tang et al., 2011).

The multiple-influences perspective suggests that individual differences affect ethical
decision-making behaviour (Trevino and Youngblood, 1990). LoM influences individuals’
behaviours and controls their decisions directly and indirectly in relation to unethical
behaviours (Singhapakdi et al., 2013). The psychological meaning of money has a strong
influence on individuals’ behaviours and attitudes (Liu and Tang, 2011). People use their
monetary attitudes lens to evaluate their job (Liu and Tang, 2011). Individuals with high LoM
are willing to take large risks (Jia et al., 2013; Tang et al., 2008) and change jobs frequently
(Tang, 2000). Pay comparison relies on a combination of income, LoM, pay equity comparison
standards and culture (Tang, 2015). Managers with high LoM will have low pay satisfaction,
which will lead to strong feelings of pay dissatisfaction and high corruption intention (Tang et
al., 2011). Individuals with high LoM tend to use unethical decision-making to accomplish

organisational goals (Kochan, 2002).

Money leads to actions (Herzberg 1987). LoM influences individuals’ risky decisions like
turnover and turnover intention. "Do ndividuals’disposition affects behaviours or situational
powers alone enough to predict and explain behaviours?" House et. al., (1996) often cited the
study concerning disposional with this question raised by Tolstoy (1904). Materialistic values
are negatively associated with personal well-being, intrinsic and extrinsic rewards and job
satisfaction (Deckop et al., 2010). A combination of low levels of engagement with high
materialism leads to negative consequences (Tian et al., 2014). Employees with a high LoM
will record high turnover intentions regardless of their intrinsic job satisfaction (Tang et al.,
2000) while employees with a low level of money ethics and low intrinsic job satisfaction have

the lowest turnover (Tang et al., 2000).
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Giving in to temptation through cognitive impairment and lack of control is unethical.

Scholars investigating temptation and unethical behaviour suggest that ‘emotions’ and ‘reason’

activate different areas of the brain (Holub et al., 2005; Green et al., 2001). Tang et al. (2013Db)

assert pay dissatisfaction feelings have a negative influence and provoke angry and destructive

emotions which excite some individuals to act impulsively (Leowentein et al., 2001) and steal

in the name of justice, while pay satisfaction has a positive effect and help other to act with

self-control and executive function (Hofmann et al., 2009). Teenagers who fall into temptation

act with unethical beliefs to achieve personal objectives (Tang, 2018).

Researchers may study temptation from the impulsive perspective of decision-making

(Chen, Tang and Tang, 2014). Therefore, based on LoM’s ability to affect unethical behaviour

and lead to impulsively actions, we conclude that it could affect rational issues too which have

less risk compared to unethical behaviours playing a major role in relationship evaluations at
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2.3 Pay equity:

One of the main parts of the framework of this study is based on Adams (1965) equity
theory as it relates to three-component models of OC by Allen and Meyer (1991). Equity theory
is one of the most valid frameworks that explain individuals’ motivations (Miner, 1984). The
most popular models used to measure pay satisfaction are the equity model (Adam, 1963) and

the discrepancy model (Lawler, 1971).

Equity theory is built on dissonance theory introduced by Festinger (1957) (Adams, 1963;
Adams and Rosenbaum, 1962; Lawler and O’Gara, 1967). The main difference in equity theory
is in comparison with others. In dissonance theory, employees become tense when they are
compared with others like when the employee works hard and get good rewards, while more
tension is gained when an employee works hard and does not receive good rewards. The
situation of equity theory is the same, but the individual compares himself with coworkers,

especially if he is not working hard and getting good rewards.

Inputs may include educational level, experience, training, skills, work tenure, age, gender,
marital status and efforts, but the employer may not consider them as inputs. Outcomes may
include rewards, pay and work status. It might be that we have negative outcomes like poor
work security, repetitive job and poor job conditions. Adams (1963) hypothesised that there are

correlations between inputs and outputs.

Equity factors include both individual equity and internal equity (Milkovich and Newman,
2005). Individual equity considers higher quantity and quality performance employees should
be paid more than lower performance employees. Internal equity represents the distribution of
pay at different levels. Internal pay equity is related to motivation while external pay equity is
related to turnover (Buttner, Lowe and Shore, 2006). However, pay comparison creates

problems for both researchers and practitioner in designing compensation systems (Scholl and
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Cooper, 1987). The comparison itself depends on employees’ attitudes and behaviours and how

they will react.

Many studies indicate that pay equity affects many employee outcomes like pay
satisfaction (Brown, 2001; Dreher, 1981; Scarpello and Jones, 1996; Summers and DeNisi,
1990), absenteeism (Della Torre et al., 2015) and turnover (Summers and Hendrix, 1991). In
related studies, Miceli and Mulvey (2000) found that pay satisfaction is associated with OC.
However, the study did not test the perception of pay which relies on employee characteristics.
Notably, that equity model was conducted under short-term laboratory conditions, and a short
period will not reveal a lot about how workers respond in the long run (Martin and Murray,

1983).

However, there is a direct relationship between positive inequity (overpayment) and
negative inequity (underpayment) and job satisfaction (Goodman, 1974; Klein, 1973; Weiner,
1980; Perry, 1993). Employees’ outcomes are influenced by internal and external equity
(Trevor and Wazeter, 2006) associated with the level of pay satisfaction (Della Torre et al.,
2015; Dreher, 1981; Nelson et al., 2008; Rice et al., 1990), predict pay fairness and satisfaction
(Shore, 2006). External pay equity is a predictor of salary satisfaction (Roberts and Chonko,
1996). There is a strong relationship between employee turnover and inequity (Scott, 1971;
Dittrich and Carrell, 1979; Telly et al., 1971). Pay equity affects turnover (Summers and
Hendrix, 1991). Equity theory suggests that commitment will decline whether inequity is
internal or external. There is a positive relationship between perceived pay equity and

commitment (Rhodes and Steers, 1981).

Lawler’s (1971) discrepancy model is one of the most popular used to measure pay
satisfaction and the equity model (Adam, 1963). It assumes that employees will react by
adjusting their inputs and outputs or quitting the organisation (Carrel and Dittrich, 1978). It

proposes that employees perceive the deserved amount of pay relying on five elements
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including the inputs of others doing the same job in the same organisation and others in different

organisations, in addition to the perception of internal and external pay.

The discrepancy model assumes that employees will react against inequity in different
ways. First, they alter their inputs by increasing or decreasing relevant to the exchange. Adams
(1965) assumed that the perception of inequity is higher when an employee is over-rewarded
rather than under-rewarded. However, the reduction is related to inequity and whether it is
positively or negatively related. Second; by increasing or decreasing their outcomes. The
employee may request a salary increase or flexible timing. Although employees may change
their input, it is hard to change outputs like salary which are out of their control. Third, they
distort their inputs and outcomes by altering the importance, similar to reducing inputs.
However, employees are influenced by reality since the distortion of inputs and outcomes is
difficult to accomplish. Fourth, they leave the organisation or experience high absenteeism.
However, we still need to know about employee behaviour and how they decide to leave. Fifth,
they change the object of comparison by choosing another person. However, this is not
applicable when the relationship is a direct exchange and it is difficult to change the object since
they are comparing with the same person for a long time. Sixth, the employee may use any of
the previous methods of distorting equity. Seventh, they distort others’ inputs and outcomes.
However, the model deals with in-class comparison and does not include interclass pay equity
of workers in different classes. Finally, the samples used in Lawler’s study (1971) were piece-

rate workers which are rarely seen in organisations except in the industrial field.

Deprivation theory represents individuals’ comparison of their desired output with others,
which will create deprivation feelings under certain circumstances (Crosby, 1976, 1984; Olson
et al., 1995; Pettigrew, 2002). Crosby (1976) assumes that deprivation will occur when
employees find their referents have the same outcome that they perceived, desired and deserved,
with their belief that they can get it. Deprivation leads to anger, dissatisfaction, unhappiness

and inequity (Crosby, 1984). Deprivation leads to behavioural reactions that can reflect
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optimistic or frustrated attitudes (Cowherd and Levine, 1992). However, deprivation theory
only concentrates on employees’ comparison with others and ignores organisational
effectiveness and motivation components to explain how these perceptions affect work
performance (Staw, 1984; Landy and Becker, 1987). Similar to equity theory, deprivation

theory ignores individual differences.

2.4 Trust in leader: The importance of trust is based on its positive associations with

various outcomes such as organisational citizenship, labour performance and satisfaction (Jung
and Avolio, 2000; Pillai et.al, 1999). Leaders need to be trusted by their employees because it
is the related ring in their relationship (Nanus, 1989). Trust in leadership has possible
consequences like work satisfaction (Lien-Tung, 2005; Mayer, Bardes and Piccolo, 2008) OC
(Brockner et al., 1995; McAllister, 1995) and turnover (Lien Tung, 2005). OC can be
maintained during a downturn by establishing trust with employees (Liou, 1995; Siegel,
Brockner and Tyler, 1995). OC is positively associated with trust in leadership (Dirks and
Ferrin, 2002). Although the previous discussion shows that trust in leadership affects OC, we

still need more understanding of the factors may influence this relationship.

Trust is defined as the willingness to depend on a key confidence partner (Moorman et al.,
1992; Mayer et al., 1995) or perception held by people that their partner will behave in an
acceptable manner (Sako and Helper, 1998). Most scholars refer to ‘willingness’ on the part of
the trustor/employee while ‘vulnerable’ refers to the trustee or leader relying on the perception
that they will perform actions for the trustor, regardless of the ability to observe and control the
other party (Rousseau et al., 1998). However, trust in terms of willingness to be vulnerable
relies on two theories; social exchange theory that advocates that trust decreases with a
perceived imbalance in the exchange (Khazanchi and Masterson, 2011) and sense-making
theory which includes emotions (Weick et al., 2005). Both theories explain total trust; affective

and cognitive.

40



Generally, trust is used to measure the quality of social exchange between follower and
leader (Pillai, Schriesheim, and Williams, 1999; Schaubroeck, Lam, and Peng, 2011). Although
many studies have been conducted about trust in leaders, most focus on unidimensional
measurements. Nowadays, most studies distinguish between affective trust (relational based
perspectives) which rely on emotional ties between the parties through reciprocal care and
concern (Dirks and Ferrin, 2002; McAllister, 1995; Lewis and Weigert, 1985) and cognitive
trust (character-based perspectives) (Dirks and Ferrin, 2002; McAllister, 1995; Wang,
Tomlinson, and Noe, 2010; Yang and Mossholder, 2010; Yang, Mossholder, and Peng, 2009).
It has been indicated that both affective and cognitive trust differently affect individuals’ job

outcomes (Yang et al., 2009; Schaubroeck et al., 2011; Zhu et al., 2013).

The affective side is a relationship-based definition (emotional bond), which is a good
alternative to social exchange which measures the reciprocal relationship between the parties
(Dirks and Ferrin, 2002; Schaubroeck et al., 2011; Yang et al., 2009). Thus, the quality of this
relationship will enhance the emotional tie between them (Lewicki, Stevenson, and Bunker,
1997). Affective trust happens when the leaders tighten their social exchange relationship with
their followers (Yang and Mossholder, 2010) and through interpersonal interactions (Lewis and
Weigert, 1985), which enhance positive attitudes toward their work outcomes, including OC
(Yang et al., 2009). Affective trust is based on emotions determined by the perceptions of the
ability, benevolence and integrity of the other party (Meyer et al., 1995). The willingness to be
vulnerable is related to affective trust. Employees with high affective trust are willing to make
themselves emotionally vulnerable to the trustee because they expect the leader to respond in a
supportive way. However, these emotions rely on exchange outcomes and employees will react

against this outcome differently depending on their characteristics.

Under social exchange theory, trust will be decreased with imbalance exchange
(Khazanchi and Masterson, 2011) and considers all relationships rely on ‘give’ and ‘take’, as a

result of the relationship it might be balanced, but in many cased is not. Social exchange theory,
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as described by Blau (1964), suggests that when an individual gives a reward or any perceived
commodity, there is an expectation of some future return. Therefore, trust in leadership is
related to distributive justice (Ronan, 1986; Tremblay et al., 2000). Injustice creates negative
attitudes (Weiss et al., 1999). Work attitudes are strongly predicted by justice (Cohen-Charash
and Spectors 2001; Colquitt et al., 2001). Therefore, if there is high-quality social exchange

relationships between employees and the leader there will be fewer leaving their jobs.

Turnover intention predicts turnover (Steel, Shane and Griffeth, 1990). It is also ambiguous
and incompletely defined (Blau, 1964). Social exchange theory does not explore the affective
side of trust and it is unclear whether and how moderators can influence the justice-commitment

relationship, because it may indirectly facilitate or hamper the exchange process.

Cognitive trust is a knowledge-based definition (character-based) and it happens when
followers make an assessment of the key characteristics of their leader on integrity, competence,
reliability and dependability (Dirks and Ferrin, 2002; Schaubroeck et al., 2011). Cognitive trust
is nurtured through the display of leadership behaviour that helps to raise followers’
expectations of the leaders’ trustworthiness, fairness and integrity (Casimir, et al., 2006).
Employees with high levels of cognitive trust will positively judge their work experience and
exert high levels of commitment. It is associated with rational assessments of whether the other
party is trustworthy or not, which means the positive perceptions is related to cognitive trust

(Heine and Mahembe, 2016).

Cognitive trust is a willingness to be vulnerable to the trustee that is based mainly on beliefs
about the trustee’s ability and integrity (Chua et al., 2008; Dirks and Ferrin, 2002; Mayer et al.,
1995; McAllister, 1995; Wilson et al., 2006). Any failure of the leader to meet the followers’
perceptions will provide a rational basis to followers to hold the trust (McAllister, 1995).
Therefore, character-based perceptions may affect the vulnerability of employees (Dirks and

Ferrin, 2002).
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To explain the willingness to be vulnerable we can rely on sense-making theory. This
provides an understanding as it focuses on emotions (Weick et al., 2005; Maitlis et al., 2013).
Vulnerability defines the individual’s inability to shield and sustain their interest (CIOMS,
2002). However, Meyer et al. (1995) consider the willingness to be vulnerable a consequence
of perceptions, while Luhmann (1988) see the vulnerability as an antecedent to trusting
someone which leads to a positive perception towards their behaviour. Therefore, most
definitions are based on ‘willingness’ and ‘vulnerability, which some scholars consider the
intention to trust (Chow et al., 2012) and others consider as actual trusting behaviour (Graebner,
2009). Therefore, in this view, trust in leadership is reliant on ‘leaders’ and ‘employees’ which

may influence the quality of this relationship based on their emotions, attitudes and behaviours.

To facilitate and develop trust, leaders need to gain three characteristics: credibility,
honesty and competency. Credibility and honesty are, in behavioural terms, practising what
they preach (Kouzes and Posner, 1993). Credibility is the main component of trust (Kouzes and
Posner, 1993) and has a significant influence on trust (Eisenbeiss and Giessber, 2012). Leaders
need to be credible if they are to gain the employees’ trust (Kouzes and Posner, 1993; Shamir,
1995). Trust will decrease if the relationship between words and actions is inconsistent
(McGregor, 1967). Maintaining consistency will cultivate the expectation of integrity

(Whitener, Brodt, Korsgaard and Werner, 1998) and credibility (Gabarro, 1987; Ouchi, 1981).

Integrity is an important driver for the ethical leader and refers to adherence to moral
values, that captures the core of ethical values (Palanski and Yammarino, 2011; Van Aswegen
and Engelbrecht, 2009). Kalshoven et al. (2011) identify ethical leader dimensions as fairness,
integrity, people-orientation, role clarification, ethical guidance and power-sharing. These
behaviours include making fair and principled decisions. Treating people fairly enhances
leaders’ trustworthiness in their followers (Brown et al., 2005; Eisenbeiss, 2012). According to
Colquitt et al. (2007), integrity offers a logical reason to trust others. Mayer and Gavin (2005)

report integrity is positively associated with trust in both plant managers and top management.
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Behavioural integrity has a positive effect on followers’ trust (Palanski and Yammarino, 2011;

Kannan-Narasimhan and Lawrence, 2012).

Competence is important for the leader to build trust because the followers have to believe
in their leader that they can accomplish their duty (Whitener et al., 1998) and the followers will
not develop that trust unless they believe that their leader is capable of fulfilling the job
(Whitener et al., 1998). By making competence decisions leaders will create in followers’
positive beliefs and gain their trust (Kiekpatrick and Locke, 1991). Leadership not only
represents leaders’ behaviour or leader and follower interaction but also followers’ expectations
(Ayman, 1993; Felfe and Schyns, 2006). Although Schaubroeck et al. (2011) found both
dimensions positively mediate the relationship between leadership and work outcomes, recent
studies suggest that things may vary at the individual level (Kark et al., 2003; Ng and Chua,

2006).

2.5 Research gap:

A review of literature there is lack of studies conducted to find the major factors that affect
organizational commitment. For instant Allen and Meyer (1991) explain the psychological state
of employees and faild to give an explanation about the major factor affect OC. Many studies
test the demographic factors but it reveals inconclusive findings on the antecedents of OC and

no full understanding of the key factor affecting commitment

Adams’ (1965) theory explained that whenever individuals exchange anything there is a
chance that one or both will determine an inequitable exchange. However, pay comparison
creates problem for both researchers and practitioner in designing compensation systems
(Scholl and Cooper, 1987). Furthermore, the comparison itself depends on employees’ attitudes
and behaviours and how they will react. Many studies indicate that pay equity affects many

employee outcomes like pay satisfaction (Brown, 2001; Dreher, 1981; Scarpello and Jones,
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1996; Summers and DeNisi, 1990). But these studies did not test the perception of pay which
relies on employee characteristics. Notably, that equity model was conducted under short-term
laboratory conditions, and a short period. In reviewing equity theory many points most equity
theory studies use input and reward, inputs and outputs can take different forms and may depend
on individual differences. Equity theory ignores employee reactions that affect decisions. On
inequity, the theory still does not specify how employees will select from the array of attitudinal
and behavioural responses (Scholl and Cooper, 1987). Finally, 1980s reviews indicated
weaknesses of equity theory summarised by lack incorporation of individual differences and
how they influence predictions (Major and Deaux, 1982; Imer, 1980; Mowday, 1983; 1987,
1991). For example, it ignores individual differences concerning when employees react to
distress and tension and concentrates on ‘equitable’ or ‘inequitable’ as outcomes of employees’
perception or exchange processes. Thus, equity theory is not useful in predicting employee
behaviour (Mitchell, 1979; Mowday, 1979) or in understanding how employees are going to

decide or react under unfairness situations.

The discrepancy model assumes that employees will react against inequity in different
ways. However, the reduction is related to inequity and whether it is positively or negatively
related. In addition to employees may change their input, it is hard to change outputs like salary
which are out of their control. However, we still need to know about employee behaviour and
how they decide to leave. Moreover, the samples used in Lawler’s study (1971) were piece-rate
workers which are rarely seen in organisations except in the industrial field. Similar to equity
theory, deprivation theory ignores individual differences.and only concentrates on employees’

comparison with others and ignores organisational effectiveness and motivation components.

Houseman, Hartfield and Miles (1987) proposed equity sensitivity theory that focused on
classifying employees’ reactions to perceived equity and inequity. Although groups may react

in a specific manner to a situation, one employee may react differently or exceptionally.
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However, early theories assumed that equity sensitivity does not affect pay perceptions and is

aligned with reactions only.

However, the study did not explore which equity sensitivity influences the attitudes and
behaviours of individuals. Although it surveyed participants from different organisations, it did
not control equity conditions. Moreover, individuals have different equity sensitivity or do

perceive the same shared environment, which is not addressed by equity sensitivity theory.

Extensive studies have described the important factors that push individuals to leave the
organisation. The theory of planned behaviour (TPB) summarises the motivational forces
affecting enactment of specific behaviour indicating how much effort individuals are willing to
exert in the planning of behavioural enactment (Ajzen, 1991). But TPB still needs to give more
understanding of psychological processes in which motivation is associated with the action. It
ignores how intention may lead to turnover and what kind of psychological process may be
included in this relationship. Although TPB holds that employees who develop an intention to
leave will exert a big effort to follow their intentions, but some are more inclined than others to
proceed, and even employees who intend to leave, they will not act like each other and some

satisfied workers leaving their jobs, while many who are dissatisfied remain.

The locus of control fails to predict achievement-related behaviour (Warehime, 1972).
Which didn’t give a clear explanation of individual differences, goals, achievements and
intrinsic/extrinsic motivation, therefore more studies need to be conducted for a better

understanding of these issues.

Financial risk, pay satisfaction and extrinsic motivations represent value for money.
Decisions are affected by the economic situation like the country’s GDP which influences the
level of materialism. Materialism is associated with the level of LoM. Individuals use their
deeply rooted personal monetary values to frame critical concerns (Gentina, Tang and Gu,

2016b; Sardzoska and Tang, 2015; Tang, 2016; Tang et al., 2015; 2016; 2017).
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There have been many studies conducted on the role of money, money management and

money pathology.

Trust in leadership has possible consequences like work satisfaction (Lien-Tung, 2005;
Mayer, Bardes and Piccolo, 2008) OC (Brockner et al., 1995; McAllister, 1995) and turnover
(Lien Tung, 2005). Although the previous discussion shows that trust in leadership affects OC,
we still need more understanding of the factors may influence this relationship. Although many
studies have been conducted about trust in leaders, most focus on unidimensional

measurements.

The willingness to be vulnerable is related to affective trust. Employees with high affective
trust are willing to make themselves emotionally vulnerable to the trustee because they expect
the leader to respond in a supportive way. However, these emotions rely on exchange outcomes

and employees will react against this outcome differently depending on their characteristics.

Employees’ perceptions have an important role in evaluating leader-follower relationships.
The rating of the relationship quality has a different rate with the same leader (Graen and Uhl-
Bien, 1995). However, some individuals may have more important needs than trusting the

leader, especially under financial difficulties.

Trust in leadership is related to distributive justice (Ronan, 1986; Tremblay et al., 2000).
It will be enhanced by followers’ perception of distributive justice (Dennis, 2003). However,
both distributive and procedural justice fails to predict attitudes like job and pay satisfaction
(McFarlin and Sweeney, 1992). Distributive justice does not focus on individual difference as
it deals with money. However, there is little research concerning individuals’ differences in

their reaction to pay (Barber and Bretz, 2000).

There is a lack of studies on the relationship between the psychological meaning of money
with individuals’ work attitudes and behaviours (Furnham, 1984). To understand individuals’

behaviour it is essential to understand their attitudes towards money (Durvasula et al., 2010).
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Most prior studies of LoM have been conducted on high income and educated samples and
some with small sample sizes. The lack of studies to examine the effect of LoM on individuals’
leave/stay decision or the relationship between pay equity OC and trust in leadership with OC.
This study attempts to fill this gap by studying the moderating effect of LoM on these
relationships through collecting data from multi-cultural expatriates and locals from both the

public and private sectors.

In summary first: the contradictory findings of pay equity effects on OC and ignoring
individual differences of equity theory, distributive justice, discrepancy theory, and sensitivity
theory. Secong: most of the trust in leader studies focused on leader characteristics while lack
of studies into trust in leadership that focused on the characteristics of the individual which lead
to a mystery about the key factor that affects OC. Third: most of LoM studies focused on
specific samples like highly educated and high salaries in addition it ignored th effect of LoM
on idvidual decisions. Reviewing the findings from the literature enabled the researcher to

observe the research gap and frame the research questions.

Money is an essential factor in making choices and decisions (Furnham and Lewis, 1986).
The Chinese perceive money as more essential than friendship and ideas (Rosen, 2004). Based
on the importance of LoM as a major factor that may affects individuals’ behaviour the existing
literature led the researcher to examine these relationships by combining LoM as a moderator.
In this study, we investigated the moderating effect of LoM on the relationships between pay
equity and trust in leadership with OC (affective, normative and continuance). To my
knowledge, there is no study which examines the moderating effect of LoM on the relationships
of trust and pay equity with OC. This study also combined the role of LoM affecting
individuals’ decisions and relationships to find its effect on employees’ risky decisions and how

it affects OC, specifically continuance commitment.
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2.6 Summary

A comprehensive literature review was introduced in this chapter which defined the main
independent variables that influence OC; pay equity and trust in leaders. It also illustrated the
prominent theories of OC. It explained the relationship between trust in leadership and OC and
LoM was highlighted as an important factor that influences employee behaviour and their

relationships in the workplace. Finally, it shoes the gap that this study will fill.
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Chapter 3:  Developing a conceptual framework and hypothesis

This chapter will discuss theoretical framework and relationships among the dependent
variables. The research theoretical framework leads to hypotheses that seek to answer the
research questions in this chapter. LoM moderates relationships on both paths: path 1 of pay
equity-OC and path 2 of trust-distributive justice-OC). There are two main independent
variables in my proposed model (see Figure 3.1) that have a strong effect on OC; trust in

leadership and pay equity, while LoM is a moderator and distributive justice as mediator.

3.1 Review of relevant literature
3.1.1 Organisational commitment

OC represents linking or bonds the individuals with the organisation. OC was first
identified by Porter, Steers and Boulian (1974) who characterised it into three psychological
elements: identification, which represents employee beliefs and acceptance of organisational
values and goals; involvement, which represents the willingness to exert effort to accomplish
organisational goals; and loyalty, which represents forceful desire to continue in an

organisation.

The influence of OC on individuals’ outcomes leads to having many studies on this topic
to identify the antecedents and outcomes of OC. Several have been conducted to find the
antecedents of OC including Steers (1977) who found OC affected by three categories: personal
characteristics, job characteristics and work experience. Allen and Meyer (1990) tested the
antecedents of the three-component model of OC and concluded that the structural
characteristics are antecedents of affective commitment and individual experience is an
antecedent of normative commitment, while the number of years invested and lack of

alternatives are antecedents of continuance commitment. Fornes et al. (2008) noted that
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congruency, interesting work, clear objectives, pay equity and fairness, feedback and

recognition, employee empowerment and autonomy are antecedents of OC.

Several studies use demographic variables as antecedents (Angle and Perry, 1981; Steers,
1971; Chughtai and Zafar, 2006). Work experience affects OC, including dependability of
organisation and trust (Buchanan, 1974; Hrebiniak, 1974). Job characteristics affect
commitment but more clearly with more affective responses like job satisfaction (Stone and
Porter, 1975). Job characteristics include job satisfaction, job challenge, feedback, nature and

quality of the employee and opportunities and for social interaction.

Both behavioural and attitudinal commitment theories explain the antecedents of OC.
Behavioural commitment focuses on employee decisions, but interprets the decisions based on
their investment in the organisation, but does not link employee commitment or individual
differences, while attitudinal commitment focuses on employee attachment with OC. OC
should include both attitudinal and behavioural commitment to present a comprehensive
definition and reflect the crucial role of the employee’s decision. Meyer and Allen (1991; 1997)
combine attitudinal and behavioural commitment and categorised OC into affective, normative
and continuance, but does not concentrate on employee reaction and the decision to remain with

an organisation.

Therefore, this study used Allen and Meyer’s definition, adding loyalty ratio to the
employee quitting decision, which will reflect the psychological state. The categorisation of
affective, normative and continuance commitment relies on loyalty ratio to remain with the
organisation. OC is defined as a psychological state that a) characterises the employee’s
relationship with the organisation and b) has implications for the loyalty ratio in employee
decision to remain as a member of the organisation. Turnover and OC are negatively correlated
(Mathieu and Zajac, 1990; Porter et al., 1974; Steers, 1977). Turnover is the best predictor of

OC, Thus, employee decision to remain represents a significant sign of OC.
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3.1.2 Pay equity

This is one of the most important frameworks in individual motivation (Miner, 1984). Pay
equity is an important concept of compensation systems (Belcher, 1974) and explains employee
motivation in the framework of fairness or unfairness. Equity theory relies on the comparison

between the ratio of inputs (contributions) and outcomes (benefits) (Koppes, 2007).

Pay equity affecting employee outcomes suggests that employees’ feeling of pay fairness
will be affected by a comparison between what they received and what is received by their
referents (Scholl et al., 1987). Individual comparison is the main factor of fairness or unfairness
(Sweeny, 1990). Fewer discrepancies in pay create greater pay satisfaction (Heneman and
Judge, 2000, p.67). Unfair pay will create a cognitive imbalance which is restored by matching
perceptions with behaviours (Shaw and Gupta, 2001) like decreased performance, high

absenteeism and high turnover.

Deprivation feelings in under-rewarded employees will generate tension which will
encourage them to restore equity (Yperen, Hagedoorn and Geurts, 1996). OC is negatively
associated with dissatisfaction in rewards policies and recognition (Hrebiniak and Alutto,
1972). Buttner and Lowe (2015) found pay equity affects OC and interacted with performance

to influence commitment.

Several studies have examined the relationship between pay equity and OC, but the
majority of these studies focused on colour differences, culture and pay level (Buttner, 2015),
equality (Morand and Merriman, 2012), internal and external perceptions (Roberts et al., 1999)
or the effect on different outcomes like employee performance (Cowherd and Levine 1992;

Casimir et al., 2006). Past studies support a positive relationship between inequity and turnover
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(Scholl et al., 1987). Perry (1993) found that there is a direct relationship between pay equity
perceptions and job satisfaction. Quarles (1994) found direct equity to OC. lverson and Roy
(1994) found no direct relationship between job satisfaction and OC, while equity perceptions
increased attitudinal commitment and decreased searching for jobs, which increased

behavioural commitment.

The simple question concerning this relationship is whether the effect of pay equity on OC
is direct or is mediated or moderated by other variables. The lack of research in the expatriate
literature motivated the researcher to conduct this study using LoM as a moderator in the

relationship between pay equity and OC.
3.1.3 Trust in leadership

Trust in leadership lacks an agreed definition there is confusion in differentiating between
antecedents and outcomes of trust and the trust itself (Mayer et al., 1995). This study used
Mayer et al.’s (1995) definition which suggests avoiding risk-taking and replacing it with the

willingness to take risk:

6[the] willingness of [ a}ofanathetpgarty based bnehe expdctatienr a b |
that the other will perform a particular action important to the trustor, irrespective of the ability to

monitor or control that other partyo.

This study uses trust in leadership rather than leadership style to focus on the most effective
styles that affect OC. Trust will be available with transactional and transformational leadership
styles. Individuals are concerned with justice because it enables them to identify the degree to
which they trust their leaders (Lend, 2001). Leaders must provide fair treatment to gain trust

and build a high level of commitment (Pillai et. al., 1999).

To understand the role of LoM, we need to discuss the effects of pay equity and trust in

leadership on OC. Under equity theory, individuals compare their inputs and outcomes with
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that of their referents (Adams, 1965). Feelings of equity will be as a result of a balanced
comparison, while inequity’ result from imbalance (Ambrose and Kulik, 1999; Carrell and
Dittrich, 1978; Greengerg, 1987). Inequity will create a state of unfairness which will affect job
satisfaction. Satisfaction is accomplished when employees see acceptable comparisons between

their inputs and colleagues’ outputs (Messick and Cook, 1983).

Trust in leadership is associated with distributive justice (Ronan, 1986; Tremblay et al.,
2000). Employees perceive either fairness or unfairness as an outcome of pay equity and from
trust in leadership. These perceptions will strongly affect satisfaction. Pay satisfaction relies on
individuals’ LoM and how they compare (Tang et al., 2006). When individuals do not use LoM
as a frame of reference to evaluate equity and job satisfaction, then they will not show a low

level of satisfaction (Tang et al., 2006).

Tang (2000) found that people with a high LoM leave their jobs voluntarily despite their
intrinsic satisfaction; unlike individuals with low levels of LoM or intrinsic satisfaction. They
have lower voluntary turnover. Pay satisfaction relies on individuals’ LoM and how individuals
compare (Tang et al., 2005). Tang et al., (2003) found that LoM moderates and mediates the
relationship between income and pay satisfaction. Therefore, there are fewer discrepancies

between real income and perceived income which leads to higher pay satisfaction.
3.1.4 Distributive justice

Distributive justice represents a framework to identify the main factors that add to the
perceptions of pay levels and how individuals react to their compensation (Tremblay, Sire and
Balkin, 2000). Pay equity refers to the fairness of the compensation received by individuals
(Folger and Konovsky, 1989). Therefore, it reflects the level of individual feeling about pay
fairness (Martin and Peterson, 1987) and is related to many employee outcomes like pay
satisfaction and OC (Folger and Knovsky, 1989; Martin and Bennett, 1996; McFarlin and

Sweeny, 1992).
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3.1.5 Love of money

LoM represents one’s wants and values rather than needs (Lock, 1969). Distributive justice
views the discrepancies as a mismatch between perceived and actual outcome. Unfairness
associated with dissatisfaction with rewards reduces effort and increases the risk of leaving the
organisation (Mowday, 1987). As mentioned in orevious chapter LoM is a multidimensional
individual difference variable with different subcontracts activated by the behavioural
(motivators) and cognitive (importance and power) (Malhotra and Gino 2011; Sardz oska and
Tang, 2012). Affective factors represent individuals that ceaselessly want to be ‘rich’ and
independent (Vohs, Mead and Good, 2006). Behavioural factors make money a strong
motivator (Tang, Kim and Tang, 2000; Lock et al., 1980), while cognitive factor represents
importance, respect, power and achievement (Mitchell and Mickel, 1999; Zhou et al., 2009).

Money is linked to success (Rubenstein, 1981).

3.2 Conceptual framework

Although extensive studies have been conducted on pay equity, trust in leaders, distributive
justice, LoM and OC, there is still no apparent answer concerning the main factors that affect
OC. This study proposes the following conceptual framework to examine the moderating effect
of LoM on the relationships between pay equity, trust with OC. Figure 3.1 suggests that pay
equity and trust in leadership are independent variables that affect OC. It also indicates
distributive justice as a mediator in the relationship between trust in leadership and OC. LoM
moderates both relationships. Although the mediation effect of distributive justice will be
examined on the relationship between trust in leadership and OC, the main aim is to find the
moderating effect of LoM on the relationship between pay equity, trust and OC in a sample of

505 locals and expats working in the UAE.
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Figure 3.1 Proposed conceptual model

3.3 Hypotheses development

There are five hypotheses.

3.3.1 First hypotheses: The effect of pay equity on OC.

Several studies have investigated the relationship between pay equity and OC and other
employee outcomes. Adams’ (1965) theory explained that whenever individuals exchange
anything there is a chance that one or both will determine an inequitable exchange. Pay equity
1s a major concept of the modern compensation system (Belcher, 1974) explaining employees’
motivation in the context of fairness or unfairness. Adams (1963) posits that in social exchange
theory workers are very sensitive to fairness and equity. Therefore, the employees’ comparison
is the major factor of fairness and unfairness (Sweeny, 1990). Fewer discrepancies in pay lead

to greater pay satisfaction (Heneman and Judge, 2000).

Pay equity is important to pay satisfaction because the paid amount is not absolute, but
connected to a comparison with others (Adams, 1963). Adams (1965) hypothesised that in case

of inequity, tension will be increased. As a result of tension as a form of dissonance related to
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Festinger’s (1957) work, individuals will be motivated to reduce it. Employees who perceive
inequity will react accordingly by disfiguring their inputs, outputs, ‘cognitive distortion’ or

leaving the organisation (Carrell and Dittrich, 1978).

There is a strong relationship between employee turnover and inequity (Scott, 1971;
Dittrich and Carrell, 1979; Telly et al., 1971). Pay equity affects turnover (Summers and
Hendrix, 1991). Equity theory suggests that commitment will decline whether inequity is
internal or external. There is a positive relationship between perceived pay equity and

commitment (Rhodes and Steers, 1981).

Equity theory has been proposed to explain the justice/injustice feeling, there are mixed
findings on the relationship between pay equity and OC. Adams (1963), Rhodes and Steers
(1981) and Day (2012) report a positive relationship between pay equity and OC. Similarly,
pay fairness positively affects OC in marketing managers (Deconinck and Bachmann, 2007).

Conversely, Johnson and Johnson (1991) found no relationship between pay equity and OC.
Thus, we conclude the existence of hypothesis 1:

H1. Pay equity positively effect organizational commitment.

33.2 Second hypotheses: Moderating effect of LoM on the relationship
between pay equity and OC.

Adams’ theory remains dominant in organisational science. In reviewing equity theory
many points come up. First, the theory makes accurate predictions, employees compare their
input/outcome ratios with those of others and there are attitudinal and behavioural consequences
of both equity and inequity perceptions. Second, although most equity theory studies use input

and reward, inputs and outputs can take different forms and may depend on individual
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differences. Third, equity theory ignores employee reactions that affect decisions. On inequity,
the theory still does not specify how employees will select from the array of attitudinal and

behavioural responses (Scholl and Cooper, 1987).

Finally, 1980s reviews indicated weaknesses of equity theory summarised by lack
incorporation of individual differences and how they influence predictions (Major and Deaux,
1982; Imer, 1980; Mowday, 1983; 1987; 1991). For example, it ignores individual differences
concerning when employees react to distress and tension and concentrates on ‘equitable’ or
‘inequitable’ as outcomes of employees’ perception or exchange processes. Thus, equity theory
is not useful in predicting employee behaviour (Mitchell, 1979; Mowday, 1979) or in

understanding how employees are going to decide or react under unfairness situations.

Many empirical studies have been conducted on individual differences (Weik et al., 1976).
Equity theory and related studies suggest all individuals conform to the notion of equity (Carrell
and Dittrich, 1978) while sensitivity theory studies are based on individual differences relevant
to equity theory (Tornow, 1971; Weick et al., 1976) and the assumption of a universal norm of
equity. The norm of equity sensitivity theory suggests that the equity sensitivity level varies
between individuals. Individuals possessing various levels of sensitivity show various

relationships to work satisfaction and perceptions of pay equity (Huesman et al., 1985; 1987).

Houseman, Hartfield and Miles (1987) proposed equity sensitivity theory that focused on
classifying employees’ reactions to perceived equity and inequity. Although groups may react
in a specific manner to a situation, one employee may react differently or exceptionally. Thus,
early sensitivity theory classified individuals into three groups based on their inpjut/output (1/0)
ratio preferences. ‘Benevolents’ prefer to have a lower I/O ratio and make more contribution in
their exchange relationship as ‘givers’. The ‘equity sensitive’ prefer equal ratio /O and they
are sensitive to overpayment and underpayment. The ‘entitleds’ prefer a higher ratio I/O

compared to others and are ‘getters’. These individuals react in various ways against equity
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(Huseman et al., 1987; p.223). O’Neill and Mone (1998) integrated measures of equity
sensitivity theory which could affect employee satisfaction and OC and their intent to leave an
organisation. However, early theories assumed that equity sensitivity does not affect pay

perceptions and is aligned with reactions only.

Equity theory predicted job satisfaction differences based on individual differences. While
sensitivity theory moderates the sensitivity of individuals in the relationship between pay
perceptions and job satisfaction (Huseman, 1985; 1987), equity sensitivity examines the
relationship between equity perceptions and equity sensitivity with job satisfaction. Huseman
et al. (1985) surveyed managers from different organisations to measure their perceptions of
equity and their job satisfaction, in addition to measuring equity sensitivity. The findings
supported equity sensitivity among individuals and differences between job satisfaction and
equity sensitivity groups. However, the study did not explore which equity sensitivity
influences the attitudes and behaviours of individuals. Although it surveyed participants from
different organisations, it did not control equity conditions. Therefore, based on the study
assumption that equity sensitivity does not influence equity perceptions of individuals, it
complies with the reaction model only to explain how equity sensitivity affects both the
attitudes and behaviours of individuals. However, individuals have different equity sensitivity

or do perceive the same shared environment, which is not addressed by equity sensitivity theory.

Early sensitivity theory suggested the individuals’ differences will vary in reactions and
perceptions. This needs more studies on personality (Baumeister, Smart and Boden, 1996;
James, 1998; Tylor and Brown, 1988) and equity theory (Tornow, 1971; Vecchio, 1981)
indicating a perception of environment affected by individual differences. This question is not
addressed in equity sensitivity. Dissatisfied employees will vary in their perceptions and with

their reactions to unfairness, which depends on their personality differences.
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However, the reaction will include three alternative decisions: intention to leave, leave or
stay; those who decided to stay; they will stay either as a satisfied or dissatisfied employee. In
the first two (leave or intent to leave) it will reflect a low level of commitment since turnover
intention is the best predictor of commitment. The third case represents ‘styers’ those
dissatisfied” employees who will live with deprivation feelings and waiting opportuintiy to quit
the organization. Mostly those employees can’t take leaving decision risk, which mainly

depends on their personality.

This might change if an outside opportunity emerges. Deprivation increases with inequity
feelings which push the individual to act on their deprivation feelings by making more turnover
decisions, but this decision will occur through different processes. The process starts with
dissatisfaction and seeking new alternatives, which means starting the leaving intention stage,

job searching behaviour and turnover (Griffeth et al., 2000; Mobley, 1977).

Extensive studies have described the important factors that push individuals to leave the
organisation like dissatisfaction and unfairness, and the factors that pull individuals away from
the organisation like alternative jobs. This study seeks to have more understanding about LoM
as an effective factor that influences individuals’ decisions in the workplace, which influence

outcomes like OC and relationships with equity and trust in leaders.

Employees who intend to leave are willing to exert more effort to fulfil their intentions.
The theory of planned behaviour (TPB) summarises the motivational forces affecting enactment
of specific behaviour indicating how much effort individuals are willing to exert in the planning
of behavioural enactment (Ajzen, 1991). Intention typically accounts for around 20-40% of the
variance in social and health behaviours in prospective studies (Conner and Armitage, 1998;
Conner and Sparks, 1996; Godin and Kok, 1996; Randall and Wolff, 1994; Sheeran and Orbell,
1998). This percentage indicates the number of individuals who do not enact their positive

intentions because of reasons like the existence of a competing goal, lack of knowledge of how
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to achieve goals and complexity of the first steps. Behavioural intentions are the strongest
predictor for both behaviours, but TPB still needs to give more understanding of psychological
processes in which motivation is associated with the action. It ignores how intention may lead

to turnover and what kind of psychological process may be included in this relationship.

According to TPB, perceived behavioural control and behavioural intention can be used to
directly predict behavioural achievement. Individuals with strong confidence are more insistent
than individuals who doubt their ability (Ajzen, 1991), although TPB holds that employees who
develop an intention to leave will exert a big effort to follow their intentions, but some are more
inclined than others to proceed, and even employees who intend to leave, they will not act like

each other.

Turnover intention is the best predictor of actual turnover (Vardaman et al., 2008), which
mainly based on employees’ decision. However, leaving an organisation is a risky decision, and
so we should understand how individual vary in their decision and what factors play a major
role. The researcher posits that that ratio of employees’ who leave or stay is related to the level

of OC which will affect the relationship with trust in the leader.

Decisions happen through our daily lives for negotiation throughout education, work and
other life experiences (Amundson, 1995). Environmental and personal factors determine
expectation and decisions (Rogoff and Lave, 1984). When employees bear more risk in
decisions like quitting an organisation, it reflects the deterioration of their loyalty (Griffeth and
Hom, 2001). Indecision does not mean that consequences will not follow as not making a

decision is a decision itself (Amandson, 1995).

Dissatisfied employees and their leaving decisions represent contradictions. At some point,
the first step of dissatisfaction may be passed and looking for a new job implemented (Maccoby,
1988). The actual decision is considered minor and to be after the straw that breaks the camel’s

back (Amandson, 1995). Whenever individuals face a problem, their decision timings vary;
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people take decisions earlier, later or immediately based on their personal attitudes, behaviour),
achievements or life satisfaction. However, individuals with deeply rooted money values have
different levels of LoM and a different scale of their goals, achievements, success and

motivators.

Turnover decisions are costly for organisations and risky for employees (Fitz-Enz and
Davidson, 2002). Leaving is risky because it includes significant consequences and uncertainty
concerning possibilities and outcomes (Sitkin and Pablo, 1992). Although, leaving the
organisation without alternatives is the riskiest decision, but even quitting the job with
alternatives will be risky as there will be uncertainty over the new job’s pay and benefits,
relationships, co-workers, responsibilities, geographic location and advancement. However,
some satisfied workers leaving their jobs, while many who are dissatisfied remain. Although
attractive opportunities may encourage employees to leave, the majority who intend to leave do

not (Griffeth et al., 1995).

The relationship between actual turnover and turnover intention is affected by moderating
factors (Hom and Griffeth, 1995). Risk is the extent of uncertainty concerning, whether
potentially significant or disappointing outcomes of decisions are realised (Stikin and Pablo,
1992). Risky decisions are less attractive and although employees want to leave, there is risk
associated with their decision. Risky decisions play a significant role in determining actual

turnover.

Risk moderates the relationship between intention to leave and actual turnover (Vardaman
et al., 2008). Leaving decisions vary among individuals based on four variables: individual
differences, personal reference, decision context and social influences (Allen et al., 2007).
Although turnover intention studies use individual difference variables, it focuses on
demographic characteristics like age, tenure, gender and education. However, it has been found

by Allen, Weeks and Moffit (2005) that personality moderates intention and turnover and Kraus
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(1995) found that these individuals exhibit higher consistency in their attitudes, beliefs and
behaviours than others. There is evidence that individuals differ in their traits (Weber and
Milliman, 1997). Individual factors will help give a better understanding of employees’
willingness to afford the risk-taking decisions to stay or leave. Individual differences may affect
the psychological reactions to change which may include locus of control (Dunham et al., 1989;
Judge et al., 1999; Lau and Woodman, 1995; Oreg, 2003) and self-esteem (Judge et al., 1999;

Oreg, 2003; Wanberg and Banas, 2000).

Locus of control represents individuals’ ability to control personal outcomes (Rotter,
1966). It measures the intention to believe whether environmental events are within one’s
control or not (Bogg and Cooper, 1995). Individuals with an internal locus of control believe
that their own effort is responsible for their success or failure, while externals consider it relies
on outside forces like luck (Spector, 1982). Internal locus of control is associated with job
satisfaction OC and negatively associated with turnover intension and turnover (Sorensen and
Eby, 2006). Locus of control can significantly predict individuals’ commitment to specific
change (Chen and Wang, 2006). Although internals tend to have less turnover intension and
turnover than externals, when they intend to leave they are more likely to leave more than
external (Allen et al., 2005; Renn and VVandenberg, 1991). Therefore, it still does not give more

understanding of why in such cases internals have higher turnover.

Incentives enhance personality traits toward economic decisions. Annual wage growth rate
is higher for internals than externals. Internals are more likely to work with higher wages than
externals (Schnitzlein and Stephani, 2016). Mobility from low to higher wages is positively
correlated with a more internal locus of control (Schnitzlein and Stephani, 2016). Locus of
control related to people’s attitudes to financial risk. Risk hazard indicates that the effect of
locus of control on job turnover is large and significant. Internals with a LOC score of 23.5 and

24.1% are more likely to transition.
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OC explains individuals’ motivations, decisions, actions and personal goals. Individuals
with more internal OC exhibit greater initiative, motivation and productivity, thus they are more
successful (Linz and Semykina, 2007). OC is associated with risk behaviours (Heckman et al.,
2006). Locus of control predicts internal motivation and achieving desired outcomes (Noe,
1988). It has been correlated with self-efficacy and satisfaction with pay (Ng et al., 2006).
Ethical and unethical behaviour in the organisation is viewed as the consequences of both
organisational and individual influences (Trevino, 1986). A multiple-influences perspective
suggests that individual differences affect ethical decision-making behaviour (Trevino and
Youngblood, 1990). Internals recognise the relationship between behaviour and outcomes
(Lefcourt and Wine, 1969; Seeman, 1963). Internal OC has higher outcome expectations and

higher ethical behaviour than external OC (Trevino and Youngblood, 1990).

However, the locus of control fails to predict achievement-related behaviour (Warehime,
1972). This may be because internals have higher risk propensity based on their own goals and
achievements and do not give a clear explanation of individual differences, goals, achievements

and intrinsic/extrinsic motivation.

There is a need for a better understanding of these issues. Financial risk, pay satisfaction
and extrinsic motivations represent value for money. Decisions are affected by the economic
situation like the country’s GDP which influences the level of materialism. Materialism is
associated with the level of LoM. Individuals use their deeply rooted personal monetary values
to frame critical concerns in the proximal and far context and strategically choose options to
maximise expected utility and ultimate happiness (Gentina, Tang and Gu, 2016b; Sardzoska

and Tang, 2015; Tang, 2016; Tang et al., 2015; 2016; 2017).

There have been many studies conducted on the role of money, money management and
money pathology. There is a lack of studies on the relationship between the psychological

meaning of money with individuals’ work attitudes and behaviours (Furnham, 1984). To
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understand individuals’ behaviour it is essential to understand their attitudes towards money
(Durvasula et al., 2010) that influence work performance, rewards and intrinsic motivation to

accomplish any job (Tang, 1992).

The philosophy of money explains how money will shape the mentality of individuals.
Thus, money plays a significant role in the cultural and social interaction of society (Simmel,
1997). Money has a more significant social meaning rather than an economic meaning
(Durvasula et al., 2010). The psychological meaning of money has a strong influence over
individuals’ behaviours and attitudes and people they use their monetary attitudes lens to

evaluate their jobs (Liu and Tang, 2011).

Most prior studies of LoM have been conducted on high income and educated samples and
some with small sample sizes. Most tested results of LoM showed a significant effect of income
on the LoM, or effect of LoM on pay level satisfaction which may reflect its important role of
LoM, but there are no studies tried to test the moderating effect of LoM on_employee
relationships in the workplace like trust in leadership and pay equity perceptions with OC. The
lack of studies to examine the effect of LoM on individuals’ leave/stay decision or the
relationship between pay equity OC and trust in leadership with OC. This study attempts to fill
this gap by studying the moderating effect of LoM on these relationships through collecting

data from multi-cultural expatriates and locals from both the public and private sectors.

Pay equity has a great influence on individuals’ satisfaction (Vecchio, 1984). The positive
relationship between pay equity and satisfaction with the presence of LoM will create higher
levels of distributive justice, which will generate positive feelings about it. Based on equity
theory, individual comparison measures the fairness of distribution of resources, which will
lead to perceptions of fairness or unfairness. Fairness will lead to higher pay satisfaction and
engagement than those with unfairness feelings. Employees receiving inequity will minimise

their efforts or leave the organisation (Carrell and Dittrich, 1978). Therefore, the expanded
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margin or gap will create more dissatisfaction, which may be worst with high LoM employees,

and may lead to them quitting the organisation.

Under discrepancy theory, employees compare what they receive and what they expect
(Lawler, 1971). Extrinsic motivation is associated with intention to leave. However, pay
satisfaction is not significantly associated with turnover (Motowidlo, 1983). Thus, the
difference in pay may not be enough to leave. LoM could push employees to decide either to
leave or to stay based on the level of LoM. High LoM will set high equity standards (Tang,
2015). Pay comparison relies on a combination of income, LoM, pay equity comparison

standards and culture (Tang, 2015).

Under motivation theory, people may consider the money either a motivator or a hygiene
factor (Lawler, 1981; Herzberg, Mausner and Snyderman, 1959; Lawler, 1971; Opsahl and
Dunnette, 1966), related to both intrinsic and extrinsic motivation (Deci et al., 1999; Diener,
2000). If intrinsic and extrinsic are high then individuals tend to redefine the purpose of
performing their job (Tang and Baumeister, 1984). Later, they will assume that they do it for
extrinsic purposes (Staw, 1976). Therefore, extrinsic motivation undermines intrinsic
motivation (Luna-Arocas and Tang, 2004). Unsatisfied needs are considered motivators, while
satisfied needs are not (Maslow, 1970). Chiu (2003) found that ‘rich’ is the most effective factor

on LoM among all other factors of motivation, importance and success.

Individuals with high LoM have lower pay satisfaction and expect higher income.
Professors with high income have high pay comparison standards (Tang, 2015). Pay satisfaction
varies among cultures and depends on income, LoM and pay equity comparison standards
(Tang, 2015). Money attitudes affect pay satisfaction for both low-and high-paid employees
(Thozhur et al., 2006) as do motivation, well-being and interpersonal relationships (Furnham
and Lewis, 1986). It has been concluded by Tang et al. (2004) that people with high levels of

LoM have high pay perception which creates a high level of discrepancies and high levels of
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dissatisfaction. Tang et al. (2003) asserted that employees have different levels of LoM, and
pay satisfaction will rely on the level of LoM. When individuals are satisfied with their pay

equity, they will have pay satisfaction (Tang and Tang, 2002).

Some 50% of Chinese people perceive money as more essential than friendship and ideas
(Rosen, 2004). Tang, Kim and Tang (2000) found that individuals with high LoM can switch
their jobs voluntarily regardless their intrinsic satisfaction, while those with low LoM of and
low intrinsic satisfaction have the lowest level of voluntary turnover. Therefore, managers can
manage income but they cannot manage employees’ attitudes towards money or their level of

LoM; employees’ reactions rely on their money profile.

Monetary intelligence shares peoples’ capability to observe their own motives behaviour
and cognition then they use this information to guide their thinking and actions (Tang, 2015).
Pay dissatisfaction provokes long, angry and destructive emotions (Baumeister et al., 2001),
attracts individuals to act impulsively (Leowenstein et al., 2001) and to steal in the name of justice
(Colquitt et al., 2001; Greenberg, 1993). Individuals with high LoM are also willing to take high
risks (Jia et al., 2013; Tang et al., 2008) and change jobs (Tang, 2000). LoM predicts voluntary

turnover within 18 months (Tang, Kim and Tang, 2000).

Income is less important for individuals with low LoM (Tang et al., 2004). Money takes a
different meaning among them (Wernimont and Fitzpatrick, 1972). Expatriates have higher
levels of LoM than others and are more sensitive because they are overseas employees and they
left their countries to live in high GDP countries for high salaries. Therefore, their hierarchy of
needs is based on monetary values, and they have high levels of importance and meaning for
money and high monetary goals and achievement. Money represents a major motivation for
them. Thus, expats and locals tend to evaluate their success by comparing their sacrifices and
real income. They evaluate their investment decision’ to work abroad based on monetary factors

which dominate the ratio in this comparison and the main scale of their judgment. High LoM
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individuals are more sensitive to pay equity more than others and any ratio differences will

generate a higher effect on OC, hence my second hypothesis:
H2: LoM moderates the relationship between pay equity and OC.

3.3.3 Third hypotheses: The effect of trust in leader on OC.

Trust in leadership is considered the most effective factor in employee outcomes on OC.
The effect varies based on leadership style. Prior studies have found that it mediated the
relationship between leadership style and OC (Tremblay, 2010, Frandal et al., 2008). The effect
of trust in leadership on OC was the focus of a direct relationship or using different mediators on
OC, but there is lack of studies about factors that may affect the relationship between trust and

OC among expatriates.

The main antecedents of trust suggested by Dirks and Ferrin (2002) are attributes of leader-
follower relationship, which includes interpersonal contact and familiarity between parties,
actions of the leader, which include social exchange based on the belief that party will
reciprocate with an equal response, and the attribute of followers, which represent the beliefs

that affect trust in certain individuals (Dirk and Ferrin, 2002).

Trust in leadership affects OC (Brockner et. al., 1995) and turnover intention (Lien-Tung,
2005). It has been found positively associated with OC (Hrebiniak and Aluttlo, 1972). In a study
in a juvenile detention centre, Liou (1995) found trust to be the main predictor of OC. Empirical
research has proven the relationship between trust in leadership and OC (Hrebiniak and Alutto,

1972; Liou, 1995). Therefore we conclude the third hypothesis:

H3: Trust in leader positively affects organizational commitment.
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3.3.4 Fourth hypotheses: Modiating effect of distributive justice on the

relationship between trust and OC.

Organisational justice explains the expanded range of employees’ behaviour and the role
of justice and fairness in detecting their requirements (Greengerge, 1990). Based on distributive
justice, employees compare their inputs and outputs with others, which will lead to fairness
appraisals (Adams and Freeman, 1976). Distributive justice represents employees’ perceived
equity of outcome.

Trust in leadership is defined as a willingness to be vulnerable to others’ actions (Lewicki
and Bunker, 1995). Lind (2001) argues that subordinates are concerned with justice because it
will enable them to determine the level of trust in leaders and the organisation. Transformational
leaders give fair treatment to their employees (Pillai et al., 1999). Fairness plays an essential
mediating role between leader consideration and trust in leadership (Korsgaard, Schweiger and
Sapienza, 1995). Distributive justice is a significant predictor of trust in an organisation (Tan
and Tan, 2000; Cannell et al., 2003). Employee pay dissatisfaction has wide undesirable
consequences (Heneman and Judge, 2000) like employee turnover, low OC and unethical

behaviour (Griffeth, 1995; Tang and Chiu, 2003).

Trust has specific measures for perceptions of procedural justice, but distributive justice is
associated with satisfaction like fair pay (Folger and Konovsky, 1989; Greengerge, 1990).
Perceptions of justice mediate between organisational justice and employee outcomes (Colleqitt
et al., 2001) like trust in leadership and commitment (Pillai et al., 1999). Low and VVodanovich
(1995) conclude that distributive justice is a better predictor of OC than procedural justice.
Fairness plays an essential mediating role in the relationship between leaders and trust
(Korsgaard et al., 2005). Overall justice is a mediator of leadership to job satisfaction (Maye et

al., 2008). Thereore we conclude fourth hypothesis:

H4. Distributive justice mediates the relationship between trust in leader and OC.
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3.3.5FIFTH HYPOTHEIS: Moderating effect of LoM on the relationship

between trust & OC

Employees’ perceptions have an important role in evaluating leader-follower relationships.
The rating of the relationship quality has a different rate with the same leader (Graen and Uhl-
Bien, 1995). Under leader-member exchange theory (LMX), there are different reports from
various followers generated for the same leadership which reflect meaningful ideas (Dansereau
et al., 1975). Dansereau (1975) assumed that this variance was because of different behaviours
from leaders towards followers. However, some individuals may have more important needs
than trusting the leader, especially under financial difficulties. Leaders offer strong
relationships with the employees but not all of them will accept it (Graen, 2003; Graen and
Scandura, 1987). Since it includes individuals’skills and knowledge, distributive justice

consider as a sign of a person’s skills to make a fair decision.

Therefore, we conclude that perceived distributive justice may affect the perceptions of the
authority figure’s ability. Justice feelings will be influenced by individual characteristics in how
they react to this situation. However, sense-making theory suggests that risky experiences like
unfamiliar situations are characterised by negative feelings in the form of disorientation or
foreignness (Maitlis and Christianson, 2014; Louis, 1980). Employees who experience
unfairness will restore fairness within the relationship by terminating it (Adams, 1965; Austin

and Walster, 1974).

Based on these two theories, we can conclude that employees are more interested and
positively react to justice and injustice. Organisational justice explains individuals’ attitudes
and behaviours, like job performance and satisfaction, citizenship behaviour, trust, affective
commitment and withdrawal (Cohen-Charash and Spector, 2001; Colquitt et al., 2001). Social

exchange provides good evidence that employees perceiving justice are willing to build
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affective commitments as a response to the reciprocated fairness of their management (Ambrose

and Schminke, 2009; Andrews et al., 2008).

Trust relies on enhancing trust or mistrust (Herzberg’s et al., 1959). Injustice creates
negative attitudes (Weiss et al., 1999). Thus, either affective trust or cognitive trust is positively
influenced by fairness. Fairness perception affects trust in leadership (Korsgaard, Scheweiger
and Sapienza, 1995). Therefore, transformational leadership has one way to affect employees’

outcomes through its effect on their fairness perception (Greenberg, 2004).

Perception of fairness mediates the relationship between justice and employee outcome
like trust and commitment (Pillai et al., 1999). Perceived justice predicts trust in both the
organisation and the leader (Korsgaard, Brodt and Whitener, 2002). Justice is a powerful
predictor of work attitudes (Cohen-Charash and Spectors, 2001; Colquitt et al., 2001). Adams
(1965) argues that employees’ comparisons enable them to expect equity or inequity, but the

effect of distributive justice on employee satisfaction has less attention.

Trust in leadership is related to distributive justice (Ronan, 1986; Tremblay et al., 2000).
It will be enhanced by followers’ perception of distributive justice (Dennis, 2003). Lind (2001)
argued that justice is important for employees to regulate the trustworthiness of the organisation
and leadership. Individuals with high trust will be less influenced by unfairness (Chen et al.,
2003). However, both distributive and procedural justice fails to predict attitudes like job and
pay satisfaction (McFarlin and Sweeney, 1992). Distributive justice does not focus on
individual difference as it deals with money. | posit that individual reactions or decisions are
related to their level of LoM. However, Jiang (2014) concluded that low trust should increase
employees’ reactions to outcome fairness. Under discrepancy theory, as a result of

fairness/unfairness with its referents, it will reflect balanced/unbalanced relationship.

The social comparison process will lead individuals to evaluate pay satisfaction.

Individuals have their own referent in the social comparison process (Tversky and Kahneman,
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1981). Pay satisfaction is based on individual perceptions related to the importance of money
(Tang et al., 2004). Few people will compare themselves with ‘the poor’ (Tang et al., 2004).
LoM is a mediator between income and pay satisfaction (Tang, Luna-Arocas and Sutarslo,
2005). Income is positively associated with LoM which is used to evaluate pay equity that is

related to pay satisfaction, which depends on LoM (Tang et al., 2006).

Therefore, those individuals score high levels on the money ethic scale and tend to value
money highly and want more (Tang, 1995). A large discrepancy generates high levels of pay
dissatisfaction. Employees with high levels of money ethics are more willing to express pay
dissatisfaction (Tang, 1995). However, dissatisfied employees have to take risky decisions on
whether to stay or leave the organisation and, if they stay, in which state of commitment they

will be.

OC is a consequence of satisfaction (William and Hazer, 1986). Satisfaction affects
commitment, not vice versa (Hom and Griffeth, 1995, p98). Therefore, strong pay satisfaction
leads to strong commitment and vice versa (Tang and Chiu, 2003). Pay satisfaction is a small
part of satisfaction (Heneman and Judge, 2000). It has been found by Tang et al. (2004) that
LoM moderates and mediates the relationship between income and pay satisfaction. A large
discrepancy between perception and reality generates high levels of dissatisfaction and vice
versa (Rice, 1990; Luna-Arocas and Tang, 2004). However, like discrepancy theory (Lawler,
1971), if high LoM will have high levels of pay perception which generates a high level of
discrepancies between reality and perceptions, this will lead to high levels of dissatisfaction and

vice versa (Tang et al., 2004).

There is little research concerning individuals’ differences in their reaction to pay (Barber
and Bretz, 2000) but the meaning of money should not be overlooked (Barber and Bretz, 2000).
Mental health employees with high levels of LoM tend to have high turnover regardless of their

intrinsic work satisfaction (Tang et al., 2000). Since attitudes predict behaviours, work-related
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attitudes will be varied based on individuals’ money profile (Luna-Arocas and Tang, 2004).
However, low pay satisfaction leads to low commitment which leads to unethical behaviour

(Tang et al., 2002). Changing jobs is a good predictor of pay (Gomez-Mejia and Balkin, 1992).

Leavers have low levels of pay satisfaction than others who remain and receive 20% pay
increases in the new job (Tang et al., 2004). High LoM individuals quit the job regardless of
intrinsic job satisfaction (Tang, Kim and Tang, 2000). It has been found by Tang et al., (2004)
that individuals with high LoM have low levels of pay satisfaction. People with low levels of
LoM seem less likely to compare their equity with external referents. Heneman (1992) argues
that employees with high LoM are more interested in external competitiveness. However, trust
in leadership is essential because it directly and indirectly affects fairness and other work
behaviour (Bianchi and Brockner, 2012; Colquitt et al., 2007). These behaviours are important
in predicting individuals’ decisions. It has been pointed out by Maitlis et al. (2013) that the role

of individuals’ emotions affects final decisions.

Individuals under unfairness conditions will react based either on a stay or leave decision
or on the trust level of their different characteristics. Those individuals have different LoM
profiles based on their meaning of money beliefs; affective, behavioural and cognitive.
Therefore, individuals with affective factors are willing to exert more efforts to be rich and the
rich like to be richer. Thus, money represents an important factor in their life. Money is a
hygiene factor, not a motivator. It prevents dissatisfaction rather than causing satisfaction

(Herzberge, 1987).

Money is a major source of anxiety, worry and depression for many and not an incentive
(Furnham and Argyle, 1998). Simmed (1900/1978) was specific on motivation. Cognitive
(importance, power and success) money is not an objective itself, but it is own infinite power
in exchange relationships. Even within social relationships, money represents a symbol and

channel of the power relationships within the family (James et al., 1992). Money is a reliable
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predictor of divorce (Amato and Rogers, 1997). Thus, money affects these relationships.
Individuals’ work has a direct financial dimension which can give more or less psychological

prominence (Lea and Webley, 2006).

People who endorsed materialistic values are unlikely to exhibit social and cooperative
behaviour and tend to increase their social distance from others (Vohs et al., 2006). Employees
who give much priority to money their need for autonomy will be diminished in the work
environment (Xie et al., 2016). Satisfied employees may be affected by their deeply rooted
monetary values, an employee difference variable, within a broader system of values and

objectives (Grouzet et al. 2005; Dittmar et al. 2014).

Money leads to actions (Herzberg 1987). LoM influence individuals’ risky decisions like
turnover and turnover intention. Individuals’ dispositions affect behaviours or situational
powers enough to predict and explain behaviour (Tolstoy, 1904). Maitlis et al., (2013) pointed
out from sense-making theory how the role of individual emotions can affect decision-making.
Employees who experience unfairness will restore fairness within the relationship by
terminating it (Adams, 1965; Austin and Walster, 1974). Money is an essential factor in making
choices and decisions (Furnham and Lewis, 1986). The Chinese perceive money as more
essential than friendship and ideas (Rosen, 2004). LoM affects motivation, well-being and

interpersonal relationships (Furnham and Lewis, 1986).

Therefore, trust in leadership varies based on employee’s sensitivity to the
fairness/unfairness state. Any discrepancy will affect their trust level, especially with those who
have a high level of LoM, both expatriates and locals. These individuals will consider the leader
as a barrier to their achievements and success regardless of the leader’s personality and they
will give priority to money factors to evaluate their decisions. These employees either decide
or intend to leave and they will have in their mind the leaving decision on account of

commitment and those who intend to leave will stay physically but leave mentally. Behaviours
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are motivated by intentions which will be shaped with attitudes, subjective norms and perceived
behavioural control (Ajzen, 1991). Therefore, | argue that LoM positively affects the strength

of OC.

The theory of reasoned action considers the central factor in planned behaviours as the
individual’s intention to achieve specific behaviour. Intentions are supposed to capture the
motivational factor that influences behaviour (Ajzen, 1991). A stronger intention to engage in
a specific behaviour will be a clue to their performance (Ajzen, 1991). The idea depends on
motivation (intention) and ability (behavioural control) and is by no means new (Ajzen, 1991).
That means more motivated people will have a strong intention to exert more effort to achieve

their goals.

Employees’ feelings about pay equity directly influence employee satisfaction, but these
feelings are variable which makes research into pay equity and its effects on OC difficult.
Heneman and Sewab (1985) provided wide evidence of pay satisfaction. However, there is
disagreement concerning the main contributing elements (Lam, 1998; Mulvey, et. al, 1992;
Orpen and Bonnici, 1987). Research has identified four primary factors that have a central
impact on employees’ feelings of pay satisfaction (Currall et al. 2005; Carraher and Buckley,
1996; DeConinck et al., 1996; Heneman et al., 1988; Judge, 1993; Judge and Welbourne, 1994;
Scarpello et al., 1988; Shaw et al., 1999). These are pay level, pay raises, benefits and the

structure and administration of pay. However, most factors are related to money.

Money represents a major factor in people’s relationships. It occupies an essential role in
individuals’ social lives. It influences relationships with others and motivations (Furnham and
Lewis, 1986). Money itself does not have value, but it has more power over individuals’ lives
than any other single commodity (Glodberg and Lewis, 1978). Money permeates different
aspects of peoples’ lives (Lau, 1998) and an essential factor in making choices and decisions

(Furnham and Lewis, 1986).
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Employees are expected to face unfairness any time which would invoke the relationship
with the other party, but we do not know if they will act similarly or not. Individuals with
deprivation feelings will stay with more stress and will envy others if they have a high level of
LoM. Deprived employees will stay with their body only, while their spirit will be busy with
something else like comparing their outcomes with others or having feelings of under-
achievement. Survivors who are willing to leave but cannot will have different levels of
deprivation which leads to low levels of commitment and high turnover (Mollica, Grey, Trevino

and DeWitt, 1999). However, these individuals vary with their level of LoM.

Most scholars agree that distributive and procedural justice will influence employee
behaviour (Ambrose and Arnaud, 2005). Both forms of fairness are assumed to have affective,
behavioural and cognitive consequences (Adams, 1965; Spector et al., 2001). Unfairness will
create unfavourable situations for employees and they will use it to react or decide to stay or
leave the organisation, mainly based on their personality. It has been hypothesised by Weitz
(1952) that there is an interaction effect between affective disposition and satisfaction in
employee turnover. Behavioural dispositions like social attitude and personality trait play an
important role in predicting and explaining individuals’ behaviours (Ajzen, 1988; Campbell,

1963).

Individuals with a negative disposition and high level of job dissatisfaction may have a
lower perception in translating dissatisfaction into quitting thoughts and evaluation of
alternatives (Mobley, 1977; Tang et al., 2000). Individuals with a positive disposition will be
more dissatisfied and willing to take action to quit their job (Tang et al., 2000). Individuals with
negative disposition may withdraw psychologically from their work and develop a different

orientation (Tossi, 1990).
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However, not all positive disposition leads to leaving or intending to leave and the negative
disposition based on monetary issues which rely on individual LoM better explains what kind

of individual differences exist. Thus we conclude fifth hypothesis:

H5: LoM moderates the relationship between trust in leadership and OC.

3.4 Summary:

A Drief related literature was explained for all factors (pay equiy, trust, distributive justice,
LoM, and OC), followed by introducing LoM subscales for each scale. It also illustrated the
how the theoretical framework has been constructed. It explained how LoM moderates the

relationship between Pay Equity and trust with OC along with presenting the hypotheses.
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Chapter 4. Research methodology

This chapter will cover the research methodology, philosophy, approach, strategy, process
and design, structural equation modelling, questionnaire design and development, data
collection and analysis and sampling. It will also discuss the techniques of statistical analysis

used for analysing the data, the pilot study and ethical considerations.

4.1 Research philosophy

As the main aim of this study is to examine the moderating effect of LoM on the
relationship between pay equity and trust on OC, a positivist epistemology seems to be more
appropriate because it accepts that reality can be revealed and identified through observation
and measurement. Under a positivist epistemology, facts can be determined and truths can be
established and this will serve in designing a structural model that facilitates testing the effect
of LoM on both relationships. Positivism has been adopted as the research philosophy because

it is more appropriate for social science research (Saunders et al., 2016).

The researcher would also benefit from using a positivist philosophy to implement a
highly-structured methodology that relies on quantitative methods and thus facilitates the
statistical analysis of the data. The social behaviour conducted by positivists can be explained
and achieved through giving a significant account of external causal factors that generate the
behaviour under study and by making observations of the characteristics and previous situations

of behaviour.

This study will add to the knowledge through careful measurement and developing data

using well-tested measurements. Knowledge generated through a positivist lens relies on
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accurate observations and measurements, thus developing numeric measurements and studying

individuals’ behaviour is post-positivist (Creswell, 2014).

This study will be based on a quantitative methodology. The post-positivist worldview
stands for the fundamental philosophy of this study because the variables have been well
defined and the data will be analysed to find the effect between the independent moderator
variables and dependent variables at three levels. Borrego et al. (2009) recommend the use of
the quantitative methodology in statistical analysis which will help to establish a relationship
between variables. In this study, the questions used in the questionnaire are closed questions to

find the effect of independent variables on other dependent variables.

The designs in qualitative studies are exploratory and phenomenological which would not
explain the relationship among variables (Borrego et al., 2009). A mixed-method could be used
in this study since we are studying employees’ behaviours which require more explanation in
some cases. The mixed-method is suitable in such cases if we intend to study attitudes or
behaviour in more than one context, form or environment (Borrego et al., 2009). But because

of time constraints, the author preferred to use quantitative methods only.

The goal of the study was to examine the effect of an independent variable on dependent
variables which suggested the use of a guantitative methodology. Correlational design and
guantitative methodology can be used in post-positivist worldview studies (Lietz and Zayas,
2010). To test relationships between two or more sets of variables, correlational research is
suitable (Castellan, 2010; Wood and Welcha, 2010). By using a qualitative design, the findings
will have difficulties being generalised to cover the entire population since it is not examined

empirically (Castellan, 2010; Wood and Welcha, 2010).

Finally, since the researcher is neither involved in any part of the process of data collection
nor interfering in the collected data so, we can say that positivism will facilitate the researcher

to carry out this study objectively.
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4.2 Research approach

This study adopted the deductive and scientific approach because it is a well-known and
acceptable approach in many fields and the literature does include commitment theory. The
researcher starts with general questions and then it is narrowed down to a specific aspect which
is observed and analysed by the researcher. Therefore it fits in with quantitative research
because it began from the general to the specific (Pellissier, 2008), derives the hypotheses from
existing theory, does not create a new theory, makes observations and tests the hypotheses for

confirmation or rejection (Wilson 2010).

A questionnaire was used in this study to measure pay equity, trust in leadership and OC,
in addition to distributive justice and LoM. The researcher attempted to explain the relationships
between the research variables and test the research hypotheses. To use repetition and remain
independent and objective, the researcher used a highly-structured research methodology in
which the data was measured quantitatively. An adequate sample was chosen to assist the

generalisation of the research findings (Saunders et al., 2016).

The researcher adopted a deductive approach to test the theories in the literature that
prompts HR managers and owners to implement and apply fair pay equity strategies. The
deductive approach is a good fit for this study as it clarifies the effect of pay equity and trust in
leadership on OC. It will also help in using the hypotheses to test the relationships between the

research variables and the findings in an attempt to prove or reject them.

4.3 Research strategy

Since a survey strategy is widely used in business and management research (Hussey and

Hussey, 1997) and is strongly associated with the deductive approach, | adopted it in this study
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(Saunders, Lewis and Thornhill, 2007). According to Page and Meyer (2000), a survey is a

reliable study tool in statistical analysis and assists in recognising cause and effect relationships.

Using quantitative research is more common than other strategies. The research questions
represent the key determinant for selecting the quantitative approach in this study. The
quantitative research strategy is matched with the selected approach and the research
philosophy. In this study, the concepts represent the factors which include pay equity, trust in
the leader, distributive justice, LoM and OC which have been measured and included in

quantitative research.

Quantitative research was adopted because this study is deductive which assists to reduce
researcher subjectivity and bias, measuring the facts quantitatively will permit generalisation,
it helps in understanding the research problem, it is important to approximate the phenomena
mathematically, the study adopts a causal relationship between variables, and it helps to use a

structured methodology for repetition and to include hypothesis testing.

4.4 Research process and design

The process (see Figure 4.1) begins with electing the research topic, outlining the research
problem, questions, objectives, significance and ends by investigating the moderating effect of
LoM. The literature review examined pay equity, trust in leaders, LoM, distributive justice and

OC.
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After conducting a comparison with other philosophies and approaches, positivism
research philosophy, deductive and scientific approach and quantitative research have been
adopted in this study. A suitable research methodology and sample have been selected and used.
A questionnaire used to collect the data. Finally, the findings were discussed and compared

with the findings mentioned in the literature review.

By using a representative sample, we collect inexpensive data quicker. In this study, the
sample was 505 multinational expats and local employees in the UAE, which is statistically

significant (at a confidence level of 95%) and adequate for the generalisation of the results.
4.5 Structural equation modeling

This study used Structural equation modelling (SEM) because it can address complex
issues easily through software analysis of moment structures (AMOS) (Gallagher, Ting and
Palmer 2008). Furthermore, the main objective of SEM using AMOS software is to assist the
researcher to determine whether or not the hypotheses are supported by the sample data. Also
the researcher can create, examine and prove models with complicated relationships using

SEM. AMOS is used because it is time-saving, easy to use and linked to the SPSS package.

4.6 Questionnaire design and development

The questionnaire used well-tested instruments to collect data on the related variables. The
scale of the instruments used for data collection was ordinal (Agree, Disagree,..etc.). To improve
the responses to the questionnaire, the participants were informed clearly through the survey
document (see Appendix 10) that the objective was to gain insights into the effect of pay equity
and trust on OC. The questionnaire was voluntary and self-administered. Participants gave
informed consent before completing the survey. Participants were informed that all information
would be used for an academic purpose and the findings of the study would be published, but
would not mention their names or identity them, ensuring that the survey findings will be

confidential.
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The survey was conducted in Q1 & Q2 of 2019 and the questionnaire was divided into six
sections: employees’ general information, trust in leadership, pay equity, distributive justice,
OC and LoM. A 5-point Likert-scale questionnaire was designed to be completed within 20-25
minutes. Respondents answered 100 questions to determine their thoughts and beliefs.
Participants began the electronic version of the survey by viewing and reading the informed
consent information and they were asked whether they consented to participate by clicking ‘yes’

or ‘no’. However, in hard copy version participants were requested to sign the consent.

The first section contained 11 questions identifying the participant’s demographic
information including gender, age, marital status, experience, organisation type, sector,
nationality, income and educational level. The second section used a 5-point Likert scale
questionnaire (5 questions) to assess their perception of pay equity. The third section addressed
trust in the leader (16 questions), followed by section four which addressed distributive justice
(6 questions). Section five consisted of 38 questions to measure the level of LoM. Section six
addressed OC in a statement and Likert scale format. OC was classified following Mayer, Allen
and Smith (1993) into three levels: affective, normative and continuance commitment and

measured by using eight questions for each construct.

The questionnaire was randomly distributed by listing the main sectores that required to be
covered and selecting different organization from the list of champler of commerce and sending
emails requesting participation, after approval questionnaires distributed it in English, Arabic
and Hindi to full-time employees in the private and public sectors and choosing. It included a
covering sheet explaining the aim of the study, and requesting the respondents to be as honest
and fair as possible. The feedback received was considered and action is taken to finalise the
questionnaire to reduce respondents’ misunderstanding of the survey questions, especially those

in lower-level employment and those weak in English language.

4.7 Study measurements
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An integrated survey was used combining the 100 questions. The survey contained six
sections: (I) Eleven questions were used to determine the employees’ demographics in the
study. (I1) Pay equity total of 5 questions containing one question developed by by Tang et al.
(2006). (I1) Five items were used to measure trust in leadership competency, credibility
integrity and need for followers; two items from Cook and Wall (1980) and three to measure
interpersonal jobs by Padsakoff et al., (1990). Affective (5 items, Q22-Q26) and cognitive trust
(6 items; Q27-Q32) were obtained from McAllister (1995). (IV) Distributive justice had six

questions developed by Price and Mueller (1986).

For moderator LoM in section V, 28 questions were divided into three components:
affective (rich and evil), behaviour (budget and motivator) and cognitive (equity, success and
importance). Twenty-three questions were obtained from Tang et al. (2003). The researcher
used Tang et al.’s (2003) scale to measure rich (3 items), motivator (3 items) and important
items in addition to 1 item developed by Mitchell and Mickel’s. while components; evil (4
items), budget (4 items), equity (3 items) and success (2 items) used measure developed by
Luna-Arocan and Li-Ping Tang, (2004). An additional 15 questions were developed by the
researcher to measure the influence of LoM on employees’ decision to remain in the
organisation and the influence on their evaluation on workplace relationships factor. Finally,
OC presented in section (V1) included 24 questions developed by Meyer and Allen (2004) to

measure three type of OC (affective, normative and continuance).

4.7.1 Pay equity measurements

Five items were used to measure pay equity from Tang et al. (2004) and one from Adams
(1963). Other researchers addressed the topic of pay equity in their research. Martin and
Peterson (1987) focused on addressing pay equity from the stance of the participant’s current
employer and by comparing personal pay to the pay of others within a single unit. Blau (1994)

focused on using questions from the pay satisfaction questionnaire by Heneman and Schwab
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(1985) who is focused on items such as tenure, seniority and experience. In this study, we focus
on both internal and external pay equity regardless of seniority level or employer identity. The
first four items were used to measure internal and external pay equity, while Adams item was

used to measure equity in relationship to qualification (inputs/outputs).

4.7.2 Trust in the leadership measurements

To measure the key aspect of trust in leadership this study used competency, credibility
and integrity and the need for followers as a measurement scale (Bromiley and Cummings,
1993; Kirkpatrick and Locke, 1991; Shamir, 1995; Whitener et al., 1998; Kouzes and Posner,
1993). There are two items used by Cook and Wall (1980) to measure interpersonal jobs that
had been used by Padsakoff et al., (1990). Eleven items were used to measure affective and

cognitive trust obtained (McAllister, 1995).

Conformity analysis shows the groups were consistent and that the 5 items loaded strongly
onto a single factor. There is a strong theoretical foundation, consistent reliability, homogeneity
and validity and the scale is psychometrically satisfactory and stable (Cummings and Bromiley,
1996). Therefore, it is a good option to achieve reliability and validity. In this study, 16

questions were used to measure trust in the leader in section 3 (Q17-Q26).
4.7.3 Distributive justice measurements:

In this study, | used 5 items from the Distributive Justice Index developed by Price and
Mueller (1986) and one for job satisfaction developed by Brayfield and Rothe (1951). Each
item asked about the degree of respondents’ belief that they were fairly rewarded based on
comparisons like qualifications, effort and productivity. The Price and Mueller (1986) measure
of reliabilities has been reported above 0.90 and the scale shown discriminates validity

associated with work satisfaction and OC.
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This study focused on pay fairness as a target of our measure for many reasons. First,
scholars like Greenberg (1996) support the use of particular fairness measures to minimise the
unsystematic variance in justice measures. Second, pay was a related outcome for all
employees. Finally, pay as an objective of distributive justice expectation is common in the
organisational justice literature. Job satisfaction will result from pay fairness. Therefore, one
more question was added from the scale of job satisfaction developed by Brayfield and Rothe

(1951): 61 eel fairly satisfied with my pres

4.7.4 LOM measurement

‘Love of money is [the] inordinate desire [for] money’ (Salons, 2002) and the importance
of money (Mitchell and Mickel, 1999). There are many studies about money attitudes and
measures (Furnham and Argyle, 1998). Mitchell and Mickel (1999) have developed the money
ethic scale (MES) to measure money attitudes (Luns-Arocas and Tang, 2004), although there
are other versions (Tang, 1992; 1995; Tang and Chiu, 2003; Tang, Luna-Arocas and Whiteside,
2003; Tang et al., 2003; Furnham and Argyle, 1998; Lim and Teo, 1997; Mitchell and Mickel,

1999).

LoM scale has been developed by Tang (1992) based on the MES by using 30 items to
examine the meaning of money in a sample of full-time employees in the US. MES contains
six main factors categorised into three components: effect (good and evil), achievement (respect
and power) and a behavioural component (budget). The LoM scale uses 12 items out of the 30
items and the reliability and validity have been investigated and established across 22 cultures
(L.P.Tang, 1995). A subset of MES, the LoM scale measures the values, wants and desires of
individuals (Luna-Arocas and Tang 2004). It assesses meaning, importance, individual

differences and personal attitudes (Luna-Arocas and Tang 2004).

This scale relied on the MES developed by Tang (1992). Luna-Arocas and Tang (2003)

used five factors (budget, evil, equity, success and motivator). Three items obtained from Tang

ent
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and Chiu (2003) were used to measure the rich component and 4 to measure the important
component. Two more components were added to measure LoM’s effect on individuals’
decisions to remain in the organisation and their relationship evaluation at the workplace. Based
on LoM definition used in this study, the author used seven factors: evil, rich, budget, motivator,
equity, success and importance. It used 4 factors from Luna-Arocas and Tang (2003) and 1
from Mitchell and Mickel’s (1999). The reliability for the scale (coefficient alpha) was 0.69
budget, 0.41equity, 0.81 success, 0.66 motivators and 0.68 for importance. In my study, 16

questions were used to measure the LoM factor.

4.7.5 OC measurements

A 24 item survey has been developed by Allen and Meyer (1990) as a scale to measure the
OC in three factors: affective, normative and continuance commitment. These scales are widely
used in literature. The reliability for each scale (coefficient alpha) was .87 affective, .75
continuance and .79 normative commitment. In this study, 8 questions used to measure each
component. Table 4.1 shows the summary of related variables to the study questions and

hypothesis.

Table 4-1 summary of related variables to the study Questions/hypothesis in the instrument

Variable name Research Hypothesis Items on Survey
Independent variablel: | There is an effect of pay equity on | See Questions
Pay equity organisational commitment 12-16 section 11
Independent variable 2: | There is an effect of trust in leadership See Questions
Trust in leader on organisational commitment 17-32, Section 111
Mediator — Distributive justice mediates the See Questions
Distributive Justice relationship between the trust in the 33-38, section 1V
leadership and organisational
commitment.
Moderator- Love of money moderates the Questions
Love of Money relationships between pay equity, trust in 39-76,Section V
leadership and organisational
commitment.
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Dependent Variable:
organisational
commitment

Trust in leader and pay equity effects
organisational commitment.

See Questions
77-100, in all sections
VlI-a, VI-b, and VI-c

4.7.6 Scales

The literature proposes that the 5-point scale is less confusing and boosts the response rate

(Babakus and Mangold, 1992). In European surveys, the 5-point scale has been recognised as

more fit (Devlin et al., 1993). Data from Likert items are less accurate when the scale points

number is less than 5 or more than 7 (Johns 2010). Therefore, this study used a 5-point scale to

measure all the variables in this study. The range used was:1) Strongly Disagree; 2) Disagree;

3) Neutral; 4) Agree; and 5) Strongly Agree.

4.7.7 Questionnaire data coding

Before inputting the data into SPSS, it was coded. The codes are shown in Table 4-2.

Table 4-2 abbreviations assigned to variables

NO. OF
" CONSTRUCT Appre- | g | QUESTIONS
viation RANGE
(QS)

1 Pay equity PQTY 5 12-16
2 Affective trust in leader AFTR 10 17-26
3 Cognitive trust in leader CGTR 6 27-32
4 Distributive justice JSTC 6 33-38
5 Love of money Affective -RICH. RCH 3 39-41
6 Love of money Affective EVIL- EVL 4 42-45
7 Love of money Behavioral -BUDGET. BDGT 4 46-49
8 Love of money Behavioral -MOTIV. MTV 3 50-52
9 Love of money Cognitive -EQUITY. QTY 3 53-55
10 Love of money Cognitive -SUCCESS. SCS 2 56-57
11 Love of money Cognitive -IMPORTANT. IMP 4 58-61
12 Love of money Cognitive -DECISIONS. DCN 9 62-70
13 Love of money Cognitive -RELATIONS. RLT 6 71-76
14 Organisational commitment oC 24 77-100
141 | Affective commitment AFCM 8 77-84
142 | Normative commitment NRCM 8 85-92
143 | Continuance commitment CNCM 8 93-100
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Demographic characteristics were coded in the same way. SEX, NAT, AGE, and EXP

for the four demographic questions related to sex, nationality, age and experience.

As for the data related to demographic variables, it was distributed as in table 4-3.

Table 4-3 Demographic variables coding

Question Description Coding

Question 1 Sex (1) Male, (2) Female

Question 2 Age (1) 18-24, (2) 25-34, (3) 35-44, (4) 45-54, (5)
55-64, (6) 65-74 and (7) for 75 or above.

Question 3 Marital status | 1 sinale, (2) Married, (3) Divorced. (4)
Widowed, (5) Separated.

Question 4 ecfgéf?etnce (1) Less than 1 year, (2) 2-5, (3) 6-10, (4) 11-

(Year) 15, (5) 16 and over.

Question 5 eTf;Z'” ence | (1) Less than 1 year, (2) 2-5, (3) 6-10, (4) 11-
15, (5) 16 and over.

Question 6 bCi?t“hntry °f | (1) UAE and GCC (2) Arabs (3) Asians (4)
Africans (5) Europeans (6) South Africans (7)
US and Canada (8) North Africans.

Question 7 Nationality .
(1) The UAE and GCC (2) Arabs (3) Asians (4)
Africans (5) Europeans (6) South Africans (7)
US and Canada (8) North Africans.

Question 8 Education .

level (1) Grammar school (2) High School (3)

Diploma (college) (4) Bachelor’s degree (5)
Master’s degree (6) Doctoral degree.

Question 9 :\r/]'ggrt;g{n oh | (1) less than 5,000, (2) 6,000-10,000, (3)
11,000-15,000, (4) 16,000-20,000 (5) 21,000-
25,000 (6) 26,000-30,000 (7) 31,000-35,000 (8)
36,000-40,000 (9) more than 41,000.

Question 10 SOercggrrnsatlon (1) Public (2) private.

Question 11 le%est?:/ 17 types — education, chemical and laboratory,

constructions, business trading, it, service and
repair, legal and consultancy, military,
engineering, finance, vehicle dealer,
advertising, medical, real estate,
telecommunications, transportations and others.
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4.7.8 Construct validity and reliability

Cronbach’s alpha was adopted in this study because it is easy to apply for measuring
reliability. Due to the positive effect of approving the questions in investigative research, the
study applied the relevant validity, content and construct. Content validity was achieved by
reviewing the literature carefully, particularly previous studies, discussions on pay equity, trust
in leadership and OC which lead the researcher to estimate the convenience and purity of
questions and whether it is suitable for this study or not. In this study, | used the same and

confirmed content validity.

4.8 Administration of the questionnaire

Managers of private and public sector firms in the research sample were contacted
randomly based on the list received from chamber of commerece and ministry of health, then
the questionnaire and details were explained. An email has been sent to all organisations asking
for permission to conduct the voluntary survey (see Appendix 4.14). Permission was granted,

with confirmation of the date and time of submitting the questionnaire.

For the hard copy questionnaire, the researcher printed sufficient copies in the three
languages. Next, the questionnaire was handed to participants in the presence of the researcher.
The respondents were given enough time to complete the questionnaire and the researcher
confirmed that the findings would be treated with strict confidentiality. To facilitate a high
response rate and overcome any barriers, the researcher was present. The researcher checked

all the responses to make sure of question completion to avoid any missing data.

4.9 Rationale for the survey approach

Due to dificulties for labors to use an electronic survey and more delays in receiving

responses rom organization the author distriputed hard copy questionnaire to maximize the
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chances to get more and accurate responses. However, both the electronic survey (by sending
online link) and hard copy questionnaires were given to the management at a convenient time.
In general the electronic survey was distributed, while hard copy was decided on some cases
which required like non educated labors. There are many advantages of using a questionnaire

in research including low cost and fast data collection.

The questionnaire is good fit for a large population which reduces the cost and time-
consuming, closed questions which have many advantages such as the speed of completion and
producing quantitative data which is easy to analyse and compare. The questionnaire was
designed to look appealing, the instructions were clear, the translations are legible and the

questions short and clear.

4.10 Data collection

Data for the electronic survey was obtained through survey monkey by sending a link to
the organisations and in some cases | distributed a hard copy to the employees at regularly
scheduled meetings. The author personally collected all the hard copy surveys. Electronic
survey links were sent to the organisations which they forwarded to all participants. The author
was the only one who could access the response data which was saved on an e-mail server since
all data electronically submitted via the survey link can be accessed through Survey Monkey.

Therefore, privacy and confidentiality were guaranteed.

The survey instructions included a request for the participants to choose the most
appropriate answers to each item provided in a 5-point Likert scale, as described above. The
responses were collected and reviewed by the author. Incomplete surveys they missed to answer
many questions and the ones that did not meet the survey restrictions like respondents age are

below 18 years were destroyed.
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4.10.1 Data collection and analysis

This study adopted to delete the whole incomplete response to make ensure that the
approach is perfect, and the data verified before test selection (Field, 2009). Missing data may
create obstacles in data analysis, reducing efficiency and affect the findings due to differences

between imcompleted and completed responses.

The data from both hard copies questionnaires and electronic surveys was coded and
entered into Statistical Program for Social Science (SPSS), version 23. This study used the
principal axis factoring of ProMax rotation exploratory factor analysis to decide the correlation
between the observed variables and to provide a factor structure which gathers variables
according to strong correlations. Confirmatory factor analysis followed to check if the
responses were in the precise range and to uncover double entries, and frequency analysis was
tested to entire questionnaire items. A summary of the responses data was created by reporting

the mean, standard deviation, frequency and percentage.

Cronbach’s alpha is used to test the internal consistency of all constructs for the
instruments’ reliability evaluation. Construct validity in this study was evaluated by AMOS
statistical software. This study used the most recognised forms of construct validity, convergent

and discriminant validity (Hair et al., 2010).

4.10.2 Data processing and analysis

The study obtained the average of three factors of OC (affective, normative and
continuance commitment) as the whole score for the OC. It contains different direct and indirect
paths which required factor analysis, path analysis and regression and these requirements are a
special case of SEM. The model proposed in this study intends to confirm if the is any effect
either independent variables or moderator. SEM will provide a high level of confirmation and

determine whether the model is valid or not. The main aim of this study is to find the influence
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degree of LoM on the expatriates’ decisions to continue with or leave the organisation which

focuses on latent construct and psychological attitudes which comply with SEM.

In this study, we used dependent and dependent variables and assumed the existence of a
cause and effect relationships between the variables. A large sample size with a large number
of demographic variables is the best fit for our study. Structural model validity was determined
by checking the value of chi-squared and one incremental fit index, and one badness of fit index,

to achieve the predetermined criteria.

The data was analysed to determine the reliability of the questions, and factor analysis to
determine validity. The internal consistency or reliability was determined by using Cronbach’s
alpha to ensure that the data was statistically relevant. Any question with an insufficient value
of Cronbach’s alpha was removed from the analysis. The data was summarised by using
descriptive statistics to be used for later comparisons. Statistical analysis was achieved by using
bivariate correlation analysis (Pearson correlation), to draw inferences about the existence of

relationships between trust in leadership and pay equity with the OC.
4.11 Sample composition and size

The population in this study includes all nationalities in the UAE among who are 4,890,000
expatriate employees, According to the annual economic report 2019; the total labour force in

the UAE in 2018 was 7.384 million.

Data was collected by electronic questionnaire and hard copy for participants who cannot
use electronic questionnaires. The questionnaire document is included in Appendix 10.2. The
questionnaire was distributed randomly to full-time employees only with a covering sheet of
the questionnaire includes the objective of the study and asking the participants to be honest
and fair in their response as much as possible. Respondents’ confidential information was not

requested anywhere in the questionnaire so ensuring that they will not be identifiable.
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Sample size influences the adoption of statistical tests to evaluate the statistical
significance of the relationship between the variables (Saunders et al., 2016). The majority of
researchers in business and management studies estimate populations with true estimated value
with a margin of £3%-5% (Saunders et al., 2012). The minimum sample size is calculated by
using a 5% margin of error and a 95% confidence level. For generalisation purposes,

respondents must be randomly selected and represent the whole population.

Sample size can be calculated using a formula (Krejcie and Morgan formula [ n=

] established by Krejcie and Morgan (1970). However, this study used

Steven Thompson equation (2012) to calculate the sample size for the next formula: [ n=

z ] where : n=sample size, N= Population size, Z=Confedent level 95% =

(1.96), d=Error propotion 0.05, p= 50% propability value. The population in this study is the
7.384 million employees in the UAE, locals and expats. Following Thompson’s formula we

can find the sample size as below for our population expats and locals (7.384 million).

n = 7,384,000 X 0.50 (1-0.50)
[7,384,000 X (.052+1.962)] + 0.50(1-0.50)

n= 1,846,000
4805.25
N=384.14

Moreover, by following the sample size -calculator in the following link
(www.surveysystem.com/htm 2012) validated the required sample size of 385 employees. The
sampling stage began by identifying the proper sampling frame which represents all cases in

the population where the sample was taken.

According to Baumgartner and Homburg (1996), no exact sample size fits all SEM

applications. However, Bentler and Chou (1987) recommend calculating the ratio of the sample
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size to the number of parameters estimated. Thus, a higher ratio will enhance the results. In the
latest review of SEM applications, the ratio of sample size to the number of parameters
estimated is higher than the one calculated in marketing and higher than the limit points of 5
and 10 proposed by Bentler (1985) and exceeds the 10 limit points in more than two-thirds of

the works reviewed.

The number of respondents is not enough to obtain genuine results, the additional
parameters is required too. Sample size evaluation relies on both the number of respondents and
parameters, in addition to the number of path relationships suggested. If the model contains 5 or
fewer constructs. According to Bagozzi and Yi (2012, p. 29); Ding et al. (1995); Hair et al. (2010)
the minimum the suggested sample size should be 100-150, with each construct consisting of
three or more items and 6 high item communalities or more. When the model consists of 5-7
constructs, the suggested minimum sample size is 150 and for 7 or more, the suggested minimum

sample size is 385.

To determine the ratio between the size of the sample and number of parameters, Hair et al.
(2010) argue that if the latent variables that are fewer than 7 factors, the required sample should
be a minimum of 150. In this study, there were 89 indicators, fifteen constructs with modest
commonalities, most constructs having more than 3 measured items and no under-identified
constructs. Given the population size of 6.41 million, the suggested figure is 385 with a 95%

confidence level.

4.12 Population and sample procedure:

This study used cluster sampling for many reasons; because of the difficulty of compiling
a sampling frame that lists all individuals in the entire population,inaccessibility and widely
dispersed populations can also make it costly to sample isolated individuals. However, it is easy

to identify a sampling frame consisting of groups or clusters of individuals (such as school
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classes or industry sectors). A random sample of these clusters can then be daw from each of
which a list of individuals is obtained and sampled. Cluster sampling is very useful when the
population is widely scattered and it is impractical to sample and select a representative sample
of all the elements. However, the study population included all employees working in the
private and public sector in the UAE with different nationalities. Therefore, due to the large
number of nationalities exist in the UAE the author used clustering sampling to get the best

representative sample.

In this study, clusters are chosen to be as heterogeneous as possible, that is, the subjects
within each cluster are diverse and each cluster is somewhat representative of the population as
a whole. Thus, only a sample of the clusters needs to be taken to capture all the variability in
the population which often defined based on geographic regions or political boundaries, so

conducting a cluster sample reduces the time and cost associated with the survey.

Cluster sampling is a random sample is a two-step process in which the entire population
is divided into groups, usually geographic areas and it is most practical to be used in large
national surveys. The clusters are chosen randomly. All individuals in the cluster are taken in
the sample. Usually it requires a larger sample size. The process of cluster sampling is
hierarchical, all sectors lists obtained from UAE authorities like ministry of health, ministry of
education, and chambers of commerce which then provide us with lists of all registered
organizations and arandom sample of organizations have been selected. However, the exact size
of clusters is often not known at the time of sampling, due to factors such as population census
errors also it is not feasible to produce strictly equal numbers of participants within each cluster.
However, in most cases, cluster sampling produces less real information than a simple random
sample of the same size, because individuals within a cluster tend to be more alike than those
in different clusters (or those chosen at random from the entire population). In statistical terms,
this results in larger standard errors (reduced precision) for estimates based on cluster samples.

This loss of precision must be anticipated at the design stage by increasing the sample size.
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The population has a specific distribution based on statistics obtained from the Ministry of
Human Resources and Emiratisation in the UAE (2017). The statistics show the total number
of employees in the private sector was 4.89 million. The largest numbers were in Dubai
(48.99%) followed by Abu Dhabi (29.61%), Sharjah (11.57%) and the rest distributed among
the other Emirates. Based on the surveys and findings of various agencies, the UAE had the
largest number of expats in the workforce at 91%. (Khaleejtimes, 25 Oct. 2018, "91% expats in

UAE workforce: Experts call for Emiratisation").

For each selected organization, the number of employees can be obtained using a
subsample employee. This general method is referred to as two-stage cluster sampling. In
general, if additional stages are included before the selection of the individuals, the method is
known as multi-stage sampling. In this paper, we limit discussion to two-stage sampling. When
the sizes of the population clusters are known, it can be shown that a two-stage cluster sample
in which the clusters are chosen with a fixed number of individuals is chosen within each
selected cluster has certain appealing properties with respect to the analysis of the results. In
particular, this procedure results in a selfweighting sample, in which each individual has an
equal probability of. This is usually an efficient way to collect sample information and, in
principle, it reduces the complexity of computation of the sample estimates and their standard

errors.

The data collected from all UAE employees and expats in the UAE measuring their love
of money pay equity, trust in leader, distriputive justice and organizational commitment. We
select nine groups of nationalities that become clusters. After distributing the survey randomly
to th all UAE organization and receiving all responses based on the list taken from champer of
commerce and ministry of education, and ministry of health we clustered the main population
into sub-populations based on different clusters (nationalities) like Asian (58%) followed by

European (17%), Arabs (10%) and other (15%). To get a representative sample, the number of
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responses needed was 385, but a total of 581 were collected which yielded 522 valid responses

after 59 were deleted due to incomplete data.

4.13 Pilot study

The objective of the pilot study was to get feedback from the participants that help in
ensuring the questionnaire items are functioning satisfactorily, easy to read and legible and to
identify the real-time required to answer the questionnaire. The pilot study should inform
whether or not the full-scale survey is feasible or feasible with some modifications. The
participants for the pilot study were expatriates’ and local employees working in the private
sector at different levels. The sample was a part of the target population of this study. The
researcher explained the goal of this study, questionnaire distribution procedure and confirmed

that the survey would be treated in strict confidence.

To improve the questionnaire, the participants were encouraged to specify any vague
question related to the questionnaire items (if any) and provide suggestions to make it more
legible and clearer. However, minor comments were received concerning the questionnaire
style. The feedback indicates all questions were legible and required at least 20-25 minutes to

answer.

4.14 Ethical considerations

The British University in Dubai Board and Ethics Committee reviewed and approved the
study research protocol before the launch of the research and data collection. Both informed
consent and confidentiality were critical issues (Kvale and Brinkmann, 2009). Confidentiality,

anonymity, informed consent and approvals were considered.

Management agreement was obtained concerning employees’ participation. A letter was
issued by the University to ‘Whom it may concern’ to facilitate access to the firms in both
public and private sectors (see Appendix 10.1). Participants were informed that they had the

right to stop at any time. After obtaining approval, the researcher clarified the research aims,
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procedure, expected risk, expectations from participants and required time before launching the
study. Informed consent was made voluntarily and their dignity and rights were guaranteed

(Flick 2014).

4.15 Summary

Chapter 4 described the research outline and methodology describes the positivist
philosophy, deductive approach and quantitative research methods adopted. It explains the
relationships between the independent variables of pay equity and trust in leadership with OC
and the moderating role of LoM on these relationships in addition to illustrating the mediating

role of distributive justice in the relationship between trust and OC.

The questionnaire items were taken from previous published studies and questionnaire
building completion and validation were achieved. The sample size and questionnaire selection
procedures are presented in detail. Reliability, validity and factor analysis and the pilot study

are discussed. Finally, ethical considerations are presented at the end of the chapter.
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Chapter 5.  Data preperations:
This chapter includes all data assessment and data process preparation that was conducted for

this study.

5.1 Checking missing values

Many scholars suggest that there are many tests help in completing precise findings from
the regression analysis like checking for outliers and missing data (Hair, Black and Babin 2010
and Tabachnick and Fidell 2007). In this study the data used is a complete data without any of
missing values. There were 56 responses removed which with significant missing data among
the all responses 578, therefore the remaining completed data for the study 522, later on the
researcher removed 17 outliers responses then the final responses remain for analysis was only

505 response.

5.2 Assessing data normality

In this study both data we can overlook the distribution and normality could be achieved,
as the sample is 505. The breach of normality would not cause any major issues during data
analysing in case of large size of research sample that more than 30 (Ghasemi and Zahediasl
2012, Pallant 2016). When the sample size is large with more than 30 or 40 respondents the

distributions was likely normal regardless of the data shape (Ghasemi and Zahediasl 2012).

As precautionary action | checked the normality by using accurate, simple and used
methods like; skewness and kurtosis values methods and inspection of normal plots and
frequency distributions histograms also were applied. Considering the above, the study
variables in Table 5.1 close enough to and did not breach the normality assumption also the

scale has the correct shape in all Histograms were just under the bell-shape see in appendices.
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Table 5-1: Skewness and Kurtosis scores

Skewness Kurtosis
Std. Std.
NO | FACTOR ITEM Statistic Error Statistic Error
1 F1 Q17_AF Trustl -.738 .109 027 217
2 Q18_AF_Trust2 -.725 .109 211 217
3 Q19_AF Trust3 -.554 109 -.295 217
4 Q20_AF_Trust4 -.430 .109 -.380 217
5 Q21_AF_Trust5 -.387 109 -.346 217
6 Q22_AF_Trust6 -.497 109 -.187 217
7 Q23_AF_Trust7 -.666 .109 -.275 217
8 Q24_AF_Trust8 -.149 .109 -.663 217
9 Q25_AF_Trust9 -545 109 -.190 217
10 Q26_AF_Trust10 -316 .109 -.440 217
11 Q27_Cog_Trustl -712 109 297 217
12 Q28 _Cog_Trust2 -.667 .109 .268 217
13 Q29_Cog_Trust3 -473 .109 -.200 217
14 Q30_Cog_Trust4 -.635 109 104 217
15 Q31_Cog_Trust5 -594 109 -.035 217
16 F2 Q12_Equityl .083 .109 -972 217
17 Q13_Equity2 024 .109 -1.078 217
18 Q14_Equity3 139 109 -.969 217
19 Q15_Equity4 .066 .109 -971 217
20 Q16_Equity5 -.006 .109 -.965 217
21 EF3 Q77_AF_COMM1 -.333 .109 -.874 217
22 Q78_AF_COMM?2 -.363 .109 -.623 217
23 Q79_AF_COMMS3 -.500 .109 -.505 217
24 Q80_AF_COMM4 -.540 .109 -.079 217
25 Q81_AF_COMMSr -.402 .109 -.398 217
26 Q82_AF_COMM6r 196 .109 -.246 217
27 Q83_AF_COMMTr -.379 .109 -.561 217
28 Q84 _AF_COMMS8 -.465 .109 -.495 217
29 F4 Q64_LoM_DCN3 -.138 .109 794 217
30 Q65 LoM_DCN4 -.419 .109 -.439 217
31 Q66_LoM_DCN5 -.460 .109 -.320 217
32 Q67_LoM_DCN6 -.642 .109 076 217
33 Q68 LoM_DCN7 -.267 .109 -.298 217
34 Q69 LoM_DCNS8 -.480 .109 .049 217
35 F5 Q58_LoM_IMP1 -.893 .109 1.431 217
36 Q59 LoM_IMP2 -.934 .109 1.397 217
37 Q60_LoM_IMP3 -.826 .109 1.726 217
38 Q61_LoM_IMP4 -.695 .109 257 217
39 F6 Q50 _LoM_MTV1 -.269 .109 -.555 217
40 Q51_LoM_MTV2 -.549 .109 -.213 217
41 Q52_LoM_MTV3 -479 .109 -.528 217
42 F7 Q94_CNT_COMM2 -457 .109 -549 217
43 Q95_CNT_COMMS3 -313 .109 -711 217
44 Q96_CNT_COMM4 -.296 109 -591 217
45 Q97 _CNT_COMM5 -.420 .109 -.463 217
46 F8 Q39_LoM_RCH1 -.785 .109 354 217
47 Q40_LoM_RCH2 -569 109 -116 217
48 Q41_LoM_RCH3 -.807 109 715 217
49 F9 Q46_LoM_BGT1 -591 .109 .062 217
50 Q47 _LoM_BGT2 -.461 .109 -.348 217
51 Q48 LoM_BGT3 -1.075 .109 1.794 217
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52 Q49 _LoM_BGT4 -814 .109 811 217
53 F10 Q33 _Justicel -.038 .109 -.886 217
54 Q34 _Justice? .038 .109 -1.000 217
55 Q35_Justice3 119 .109 -713 217
56 Q36_Justice4 071 .109 -.959 217
57 Q37_Justice5 221 .109 -.839 217
58 Q38_Justice6 -.332 .109 -.553 217
59 F11 Q71_LoM_RLT1 236 .109 -.651 217
60 Q72_LoM_RLT2 285 .109 -720 217
61 Q73_LoM_RLT3 319 .109 -.641 217
62 Q76_LoM_RLT6 -127 .109 -.881 217
63 F12 Q42_LoM_EVLI1r -.001 .109 -.733 217
64 Q43_LoM_EVL2r 427 .109 -470 217
65 Q44 _LoM_EVL3r -.333 .109 -.609 217
66 Q45_LoM_EVL4r -.086 .109 -.998 217
67 F13 Q56_LoM_SCS1 011 .109 -.953 217
68 Q57_LoM_SCS2 -.066 .109 -1.058 217
69 F14 Q54_LoM_QTY2 -.675 .109 135 217
70 Q55_LoM_QTY3 -.266 .109 -.606 217
71 F15 Q89_NR_COMM5 .069 .109 -777 217
72 Q90_NR_COMMS6 -312 .109 -411 217
73 Q91_NR_COMM7 -.007 .109 -517 217
Valid N (listwise) 505

5.3 Demographic data

5.3 Demographic data

Table 5.2 and figures 5.1 present the frequency distribution of sample demographic
characteristics. Although, we received 576 total responses, but only 522 were completed the
questionnaire and considered as valid responses from both locals and expats in the UAE. Unless
the sample size is big but after testing outliers the researcher preferred to delete 17 responses
which have high outliers with more than 4 questions, thus the confirmed the remaining data
valid for testing 505 responses (522-17=505). Therefore the total response rate is about 90%.
However, male and female were almost equal percentage; about 51.1% of participants were
male and 48.9% female. However, in terms of age the least is above 55 years old 3.4% and 18-
24 7.9%, while the majority was 25-44 year 70.2% and 45-54 was 18 %, finally respondents
who above 65 years was .4% only. Most of the respondents’ nationality was Locals, Arabs and
Asians 15.6 %, 30.5% and 26.1% respectively, while the rest was among Africans, North

Africans, Europeans, South Africans and others; 302, 8.7, 8.9, 3.8, 3.2 respectively.
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The sample was fit in representing both sectors public with 21.4% and private 78.6% in
different kind of business. In terms of educational level most of respondents were holding
bachelor and master degree 52.1%, 28.1% respectively, while the least was doctoral degree
2.8%, college 9.1 and those with school degree and below were 7.9%. However, monthly
income mostly fall between Dh 5000 and 15000 67.7%, while Dh 15000-20000 was 11.5% and
the rest of the sample was 21000-40,000 14.7% and above 41,000 was 6.1% (1 Dh = 3.68 USD).
In term of total working years in the current organisation the majority of the results were less

than 5 years (50.1%).

However, less than 1 year represents 15.2%, 2-5 years 34.9%, 6-10 years 27.5 %, 11-15
years 13.5% and more than 16 years 8.9%. In terms of total years of experience we found the
majority was above 16 years 30.3%, while the least was less than 5 years 20%, while 6-10 27%.
The majority of respondents were either married 68.9% or singles 26.1% and the rest was
divided between divorced, separated and widowed 3.6%, 1% and .4% respectively.
Respondents were working in different types of businesses, but the majority was in educational
organisations by 35.4 %, banking 8.7%, health 9.5% and the rest of respondents (46.4%) were
working at other organisations like constructions, manufacturing, government, business trading,
engineering, labouratory and others. Finally, the majority of nationalities were represented by
locals (the UAE), Arabs and Asians 15.6%, 30.5% and 24.6% respectively, while Europeans
8.9% and North Africans 88.7%. The rest was distributed among Africans 3.2, South Africans

3.8%, USA and Canada 3.2%.
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Table 5.2 Descriptive statistics

Valid Cumulative

Description Details Frequency Percent Percent Percent

Gender Male 258 51.1 51.1 51.1
Female 247 48.9 48.9 100.0
Total 505 100 100

Age 18-24 Year 40 7.9 7.9 7.9
25-34 Year 177 35.0 35.0 43.0
35-44 Year 178 35.2 35.2 78.2
45-54 Year 91 18.0 18.0 96.2
55-64 Year 17 34 3.4 99.6
65-74 Year 2 4 4 100.0
Total 505 100 100

Marital Status Single 132 26.1 26.1 26.1
Married 348 68.9 68.9 95.0
Divorced 18 3.6 3.6 98.6
Widowed 2 4 A4 99.0
Separated 5 1.0 1.0 100.0
Total 505 100 100

Total Work Experience | Less than 1 Year 10 2.0 2.0 2.0
2-5 Years 91 18.0 18.0 20.0
6-10 Years 136 26.9 26.9 46.9
11-15 Years 115 22.8 22.8 69.7
Above 16 Years 153 30.3 30.3 100.0
Total 505 505 505

Total years of Less than 1 Year

experience in the 77 15.2 15.2 15.2

current organisation
2-5 Years 176 34.9 34.9 50.1
6-10 Years 139 275 275 77.6
11-15 Years 68 135 135 91.1
Above 16 Years 45 8.9 8.9 100.0
Total 505 100.0 100.0

Country of Birth UAE and GCC 125 24.8 24.8 24.8
ARABS (ME) 125 24.8 24.8 49.5
ASIANS 124 24.6 24.6 74.1
AFRICANS 19 3.8 3.8 77.8
EUROPEANS 41 8.1 8.1 85.9
SOUTH AFRICA 19 3.8 3.8 89.7
US and CANADA 8 1.6 1.6 91.3
NORTH AFRICA 44 8.7 8.7 100.0
Total 505 100.0 100.0

Nationality UAE and GCC 79 15.6 15.6 15.6
ARABS (ME) 154 30.5 30.5 46.1
ASIANS 132 26.1 26.1 72.3
AFRICANS 16 3.2 3.2 75.4
EUROPEANS 45 8.9 8.9 84.4
SOUTH AFRICA 19 3.8 3.8 88.1
US and CANADA 16 3.2 3.2 91.3
NORTH AFRICA 44 8.7 8.7 100.0
Total 505 100.0 100.0

Education level Grammar School 5 1.0 1.0 1.0
High School or 35 6.9 6.9 7.9
Equivalent
DipLoMa (2 Years 46 9.1 9.1 17.0
college)
Bachelor Degree 263 52.1 52.1 69.1
Master Degree 142 28.1 28.1 97.2
Doctoral Degree 14 2.8 2.8 100.0
Total 505 100.0 100.0

Monthly Income /AED Less than AED 5000 110 21.8 21.8 21.8
AED 6,000-10,000 128 25.3 25.3 47.1
AED 11,000-15,000 104 20.6 20.6 67.7
AED 16,000-20,000 58 115 115 79.2
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AED 21,000-25,000 28 5.5 5.5 84.8
AED 26,000-30,000 19 3.8 3.8 88.5
AED 31,000-35,000 14 2.8 2.8 91.3
AED 36,000-40,000 13 2.6 2.6 93.9
More than AED 41,000 31 6.1 6.1 100.0
Total 505 100.0 100.0

Organization Sector Public (Government) 108 21.4 214 214
Private 397 78.6 78.6 100.0
Total 505 100.0 100.0

Kind of Organization Education 179 354 354 35.4
Chemical and Laboratory 16 3.2 3.2 38.6
Constructions 19 3.8 3.8 42.4
Business Trading 26 5.1 5.1 47.5
IT 26 5.1 5.1 52.7
Manufacturing 32 6.3 6.3 59.0
Service and Repair 8 1.6 1.6 60.6
Legal and Consulting 3 .6 .6 61.2
Government/Military 23 4.6 4.6 65.7
Engineering 20 4.0 4.0 69.7
Finance / Banking / 44 8.7 8.7 78.4
Insurance
Motor Vehicle Dealers 4 .8 .8 79.2
Media and advertising 9 1.8 1.8 81.0
Meqlcal and Health 48 95 95 905
services
Real Estate 6 1.2 1.2 91.7
Telecommunications 10 2.0 2.0 93.7
Transportations 5 1.0 1.0 94.7
Others... 27 5.3 5.3 100.0
Total 505 100.0 100.0
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As a review of the previous descriptive data analysis table 5.2 it is worthy to keep attention to
many cross demographics variables like age, monthly income, variance between total years of
experience and total years in the current organisation. The overall the sample was fairly
distributed among male 51, 1% and female 48.9%. However, the majority of respondent’s age
fall in between 25 and 44 and males was higher than females 72%, 68%, while for the age fall
between 45 and 55, females was higher than males 20%, 16% respectively, which may reflect
that in some sectors-like educational-young women may have higher opportunity than females

in some sectors.

The educational level of females higher than males, around 85% of females was holding
either Bachelor degrees or, master degree, while males were holding 76% for the same
educational levels. Although females’ holding higher educational level, but their monthly
income was lower than males. The majority of female’s salaries (60%) fall between Dh 6000
and, Dh15000, while males only 32%. Moreover males’ income above 16000 was 46% whereas
that of females only 17%. This may give a clue for inequity existed among males and females

and may associate with higher turnover of females or pay level dissatisfaction.

In terms of total years of experience both male and female overall the similar, but males
was higher experience above 16 years 35%, while females 26%. Moreover the females were
higher in experience 2-5 years 24%, while males 12% which reflect that females have less
experience at workplace yield lower salaries. The total years of experience in the current
organisation females recorded shorter period than males. Around 59% of females work with
the same organisation between 1-5 years and 19% above 11 years, while males recorded only
41% 1-5 years and 26% above 11 years, which means that males are more likely to stay more
than females within the same organisation. However the majority of the sample (male and
female) fall between 2-10 years (78%) and 50% of respondents were between 1-5 years!!!, In

the meantime the total years of experience for male and females above 10 years about 53% and
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27% 6-10 years that means about 80% of respondents have experience above 5 years, which

may reflect a good sign of high turnover.

In terms of marital status, overall both males and females were pretty equally distributed
in the sample, but females were higher rates of single (30%) than male (22%), while 72% of
males were married as opposed to 65% of females. Private and public sectors were retaining

the same ratio of males and females 22%, 21% (public) and 78%, 79% for private sector.

The nationality of males and females were distributed among different categories, for
locals the ratio was equivalent 16%, 15% male and female, while the majority in the whole
sample was among Arabs and Asians 56%, but 64% Arabs and Asians of males 64 % and
49%females. This ratio might be because the majority of respondents represented by expats

85% and they leave their countries mainly for work, which required young ages.

The main contribution of this study is to examine the moderating effect of LoM on the
relationships between pay equity and trust with OC. Therefore, one of the main important
demographic variables related to LoM is the monthly income, which is associated with pay
equity and distributive justice since both theories mainly based on fairness of money
distribution in the workplace. However, 60% of respondents who is working 1-5 years, they
were getting less than 5000 Dh and 24% of the same years of experience are continue up to 10
years, with the same range of salaries that means about 74% of these cluster (1-5 years of
experience) were getting less than 5000 DH and still at work which may have many perceptions
like either those employees are happy and satisfied with low salaries!!! or might be they are
deprived and stay with the organisation with low commitment (continuance) and they are
waiting better opportunities since we knew that the majority staying with the same organisation
1-5 years about 50% that lead us to expect inequity that yield to high turnover and low
commitment. At the other hand, the largest number of years of experience in the current

organisation (above 11 years) recorded to those who is getting more than 16000, more
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specifically those getting more than 25000 Dh. The majority of total working years in the
current organisation did not exceed 5 years (50%) and the majority of the same cluster was

getting 5000-1000 Dh only. Thus, do these employees have high commitment or not?

By combining monthly income to the nationality, we found that locals’ represents 16% of
whole sample, but 65% of locals were getting monthly income more than 21000 Dh 65%.while
about 40% the Arabs’ income fallen between 11000 and 20000 Dh. Whereas, 97% of Asians
income was less than 10,000 Dh, this cluster is the lowest income in the sample which refers to
labour market prices and positions considerations (the majority of the sample represented by

Teachers and labours).

The majority of respondents’ ages 25-45 (70%), However 44% of them were getting less
than 10,000 DH. While 80% of employees aging 35-44 were receiving salary between 5000
and 25000. Whereas, for those aged 45-55 their income varied between 5000-41000 Dh.
However, combining monthly income with total years of experience shows that income is not
highly related to the experience since the majority of those have 11-15 years of experience, the
majority getting monthly income less than 15000 Dh (59%), while 53% of those with above 16
years of experience getting below 15000 Dh, however, may this related to the employees
occupations with low salaries like labours. Generally, employees in public sector were getting
higher salaries than private sector, the majority of public sector income fall in between 21000-
41000 (52.5%), while private sector recorded 12% for the same income. The majority of private

sector income was below 15000 were about 88% and about 55% only below AED 10000.

Lastly, educational level showed that employees holding diploma or less are getting the
lowest salaries, while 91.2% of the majority those holding Bachelor degree getting 6000-15000
and 17% of the same degree getting 16000-25000 Dh. Whereas, the majority of employees
holding master degree are getting 21000-41000 Dh about 29.5% and 35% of employees holding

doctoral degree for the same pay level. Overall, monthly income did not reflect somehow a
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good signs of equity or distributive justice, but the opponent answer was after our SEM analysis.
The number of years that employees spent at any organisation will give us clues about turnover.
However, turnover consider as he best predictor of OC, as a review to statistical data of our
sample | am going to combine the total years of experience at the current organisation with total

years of experience, nationality, sector and age.

First: combining the total years of experience with the total years of experience at the
current organisation. The majority of total years spent at the current organisation below five
years were 39.5%, while 28% fall between 6-10 years. Moreover, 32.5% of employees with
total years of experience (6-10) spend less than 5 years at the current organisation and 21%
continue with the same organisation 6-10 years. While 14% of those have 11-15 years total

experience spending less than 5 years at the current organisation.

Second: Total years of experience at the current organisation with nationality, | found the
majority of total years 6-10, 11-15 and above 16 years belong to locals, Arabs and Asians 59%,
81%, 81% respectively. The majority of European spent less than five years at the current
organisation 26%. While South Africans 85% and North African 43%, while local employees

recorded the least percentage 21%.

Third: Overall, public sector employees have longer tenure than the private sector
employees; there were about 89% of public sector employees spends more than 6 years and
12% less than 5 years, while private sector employees recorded 77% more than 6 years and

22% from 2-5 years.

Fourth: Although the Educational field has the majority in our sample 35%, but the
majority of those employees spend less than 5 years at the current organisation (65%) and 20%
spend 6-10 years. While 49% of banking business employees spend less than 5 years at the
current organisation, while medical and health 51%, but the majority of manufacturing

employees spend 6-10 years 73%. Lastly, combining the age with the current years of
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experience, | found that the majority employees below 34 years spend less than 5 years (77%)
and 18% spend 6-10 years. While the majority of med age employees (35-45) spend more than
6 years (68%), while employees (45-54) recorded 75% and 76% for age above 55 years, which

means that the younger employees are changing jobs more than older employees.

Table 5.3 Descriptive data -Cross Table- Gender

Gender
Male % Female % Total %

Age: 18-24 Year 16 6% 24 10% 40 8%
25-34 Year 80 31% 97 39% 177 35%

35-44 Year 106 41% 72 29% 178 35%

45-54 Year 41 16% 50 20% 91 18%

55-64 Year 13 5% 4 2% 17 3%

65-74 Year 2 1% 0 0% 2 0%

Total 258 1 247 1 505 100%
Educational level : Grammar School 4 2% 1 0% 5 1%
High School / Equivalent 19 7% 16 6% 35 7%

DipLoMa (2 Years) 28 11% 18 7% 46 9%

Bachelor Degree 128 50% 135 55% 263 52%

Master Degree 68 26% 74 30% 142 28%

Doctoral Degree 11 4% 3 1% 14 3%

Total 258 1 247 1 505 100%
Total work Less than 1 Year 7 3% 3 1% 10 2%
experience: 2-5 Years 32 12% 59 24% 91 18%
6-10 Years 71 28% 65 26% 136 27%

11-15 Years 58 22% 57 23% 115 23%

Above 16 Years 90 35% 63 26% 153 30%

Total 258 1 247 1 505 100%
Total years of Less than 1 Year 30 12% 47 19% 77 15%
experience in the 2-5 Years 77 30% 99 40% 176 35%
current organisation: | 6-10 Years 83 32% 56 23% 139 28%
11-15 Years 47 18% 21 9% 68 13%

Above 16 Years 21 8% 24 10% 45 9%

Total 258 1 247 1 505 100%
Monthly income in Less than AED 5000 57 22% 53 21% 110 22%
Dirham’s AED 6,000-10,000 38 15% 90 36% 128 25%
AED 11,000-15,000 44 17% 60 24% 104 21%

AED 16,000-20,000 44 17% 14 6% 58 11%

AED 21,000-25,000 20 8% 8 3% 28 6%

AED 26,000-30,000 11 4% 8 3% 19 4%

AED 31,000-35,000 8 3% 6 2% 14 3%

AED 36,000-40,000 10 4% 3 1% 13 3%

More than AED 41,000 26 10% 5 2% 31 6%

Total 258 1 247 1 505 100%
Current marital Single 58 22% 74 30% 132 26%
status: Married 187 2% 161 65% 348 69%
Divorced 9 3% 9 4% 18 4%

Widowed 1 0% 1 0% 2 0%

Separated 3 1% 2 1% 5 1%

Total 258 1 247 1 505 100%
Nationality: UAE and GCC 41 16% 38 15% 79 16%
ARABS (ME) 92 36% 62 25% 154 30%

ASIANS 73 28% 59 24% 132 26%

AFRICANS 12 5% 4 2% 16 3%

EUROPEANS 10 4% 35 14% 45 9%

SOUTH AFRICA 7 3% 12 5% 19 4%

US and CANADA 4 2% 12 5% 16 3%

NORTH AFRICA 19 7% 25 10% 44 9%

Total 258 1 247 1 505 100%
Sector: Public (Government) 57 22% 51 21% 108 21%
Private 201 78% 196 79% 397 79%

Total 258 1 247 1 505 100%

Table 5.4 Descriptive Data-Cross Table- Income
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Monthly income in Dirham’s:
Less More
than AED AED AED AED AED AED AED than
AED 6,000- 11,000- 16,000- 21,000- 26,000- 31,000- 36,000- AED
5000 10,000 | 15000 | 20,000 | 25000 | 30,000 | 35000 | 40,00 | 41,000 | Total %
!Experience Less than 1 Yr 18 21 29 3 2 0 0 2 2 77 15%
inthe [ 25 ears 48 53 35 14 8 2 5 3 8 176 | 35%
organisatio | 6-10 Years 26 28 22 22 13 8 8 4 8 139 | 28%
n 11-15 Years 18 9 12 9 4 5 0 3 8 68 | 13%
Above 16 Years 0 17 6 10 1 4 1 1 5 45 | 9%
Total 110 128 104 58 28 19 14 13 31 505 | 100%
211% | 245% | 19.9% | 11.1% | 54% | 36% | 27% | 25% | 59% | 96.7% | 0%
Nationality: | UAE and GCC 2 18 5 7 11 6 6 6 18 79 | 16%
ARABS (ME) 12 46 37 24 12 5 5 5 8 154 | 30%
ASIANS 73 24 12 14 2 3 2 0 2 132 | 26%
AFRICANS 12 3 0 0 0 0 0 1 0 16 | 3%
EUROPEANS 3 12 24 4 0 0 0 0 2 45 | 9%
S.AFRICA 0 6 13 0 0 0 0 0 0 19 | 4%
US/CANADA 1 3 8 2 0 1 0 1 0 16 | 3%
N.AFRICA 7 16 5 7 3 4 1 0 1 44 9%
Total 110 128 104 58 28 19 14 13 31 505 | 100
Age: 18-24 Year 30 9 1 0 0 0 0 0 0 40 | 8%
25-34 Year 44 48 43 17 8 5 3 3 6 177 | 35%
35-44 Year 28 39 35 27 15 11 6 4 13 178 | 35%
45-54 Year 7 28 18 13 5 3 4 5 8 91 | 18%
56-64 Year 1 3 7 1 0 0 1 1 3 17| 3%
65-74 Year 0 1 0 0 0 0 0 0 1 2| 0%
Total 11 131 108 60 30 20 15 13 34 505 | 100
Total .work Less than 1 Yr. 7 3 0 0 0 0 0 10 2%
SXPETIENCE ™25 Years 42 32 13 1 1 0 0 1 91 | 17%
6-10 Years 32 28 35 20 6 3 3 5 136 | 26%
11-15 Years 19 28 21 20 12 3 5 2 5 115 | 22%
Above 16 Years 10 37 35 17 9 11 6 8 20 153 | 29%
Total 110 128 104 58 28 19 14 13 31 505 | 97%
Monthly income in Dirham’s: Total
Less More
than AED AED AED AED AED AED AED than
AED 6,000- 11,000- 16,000- 21,000- 26,000- 31,000- 36,000- AED
5000 10,000 15,000 20,000 25,000 30,000 35,000 40,000 41,000
Sector: Public 9 18 13 11 12 9 7 9 20 108 | 21%
Private 101 110 91 47 16 10 7 4 11 397 | 76%
Total 110 128 104 58 28 19 14 13 31 505 | 97%
Fducation | Srammar 3 1 0 0 0 1 0 0 0 5| 1%
E"]%*I‘Vsaf:‘r?f' or 28 4 0 3 0 0 0 0 0 3B | 7%
ngks"me(ge) 21 12 4 4 4 1 0 0 0 46 | 9%
Deares” 48 81 75 36 9 5 4 3 2 263 | 52%
Master Degree 10 29 22 14 15 10 7 10 25 142 | 28%
gg;:(é(real 0 1 3 1 0 2 3 0 4 14 3%
Total 110 128 104 58 28 19 14 13 31 505 | 100
Table 5.5 Descriptive Data-Cross Table- Total years of experience
Descriptive Data- Cross Table Total years of experience in the current organisation
Total work experience Total
<1lyr 2-5Y 6-10 Y 11-15 Y >16Y
Sector: Public 2 10 25 33 38 108 21%
Private 8 81 111 82 115 397 79%
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Total | | 120 | 9 | 13 | 115 | 153 | 505 | 100%
Descriptive Data - Total Experience Vs. Total years of experience in the current organisation.
Total work experience Total
<1Yr 2-5 Years 6-10 Years 11-15Y Above 16 Y
Total years / current <1 Year
organisation 3 25 24 10 15 77 15%
2-5 Years 6 66 57 26 21 176 35%
6-10 Years 1 0 55 43 40 139 28%
11-15YR.s 0 0 0 36 32 68 13%
> 16 Years 0 0 0 0 45 45 9%
Total 10 91 136 115 153 505 100%

5.4 Responses summary

Table below shows the respondents responses to research questionnaire, it represents the

state of respondents against all main constructs and sub-constructs:

5.6 Responses Summary

St. . St. TOT. Total Neutral Total Agree

Factor Disagree Disagree | Neutral | Agree Agree RESP Disagree ’

Egﬁlw 378 733 | 602 | 666 | 146 | 2525 | 1111 | 44% | 602 | 24% | 812 | 32%
AF.TRUST 237 720 1339 2057 697 5050 957 | 19% | 1339 | 27% | 2754 | 55%
CG. TRUST 98 265 682 1116 364 2525 363 | 14% 682 27% | 1480 | 59%
TRUST 335 985 2021 3173 1061 7575 | 1320 | 17% | 2021 | 27% | 4234 | 56%
D. JUSTICE 337 865 805 822 201 3030 | 1202 | 40% 805 27% | 1023 | 34%
RICH 38 116 333 673 355 1515 154 | 10% 333 22% | 1028 | 68%
EVIL 161 527 561 522 249 2020 688 | 34% 561 28% | 771 38%
BUDGET 37 180 413 988 402 2020 217 | 11% 413 20% | 1390 | 69%
MOTIV 26 198 381 609 301 1515 224 | 15% 381 25% | 910 60%
EQUITY 21 138 260 425 166 1010 159 | 16% 260 26% | 591 59%
SUCCESS 71 291 224 305 119 1010 362 | 36% 224 22% | 424 42%
IMPORTANT 18 62 314 1029 597 2020 80 4% 314 16% | 1626 | 80%
DECISIONS 76 426 861 1229 438 3030 502 | 1% 861 28% | 1667 | 55%
RELATIONS 219 700 539 467 95 2020 919 | 45% 539 27% | 562 28%
IOO,\;QL 667 2638 3886 6247 | 2722 | 16160 | 3305 | 20% | 3886 | 24% | 8969 | 56%
AF-COMM 192 626 954 1309 454 3535 818 | 23% 954 27% | 1763 | 50%
NR-COMM 108 375 510 433 89 1515 | 483 | 32% 510 34% | 522 34%
CN-COMM 104 348 531 753 284 2020 | 452 | 22% 531 26% | 1037 | 51%

5.5 Multicollinearity and singularity

Multicollinearity represents a high level of correlation occur among predictors whenever

the correlation of the variables are more than 0.90, while singularity when the correlation among

the variables is ideal. However, the existence of multicollinearity and singularity create logical

and statistical problems. This study, as shown in tables 5.7 and 5.8; no existence of high

correlations among the variables exists, also no variables were perfectly correlated.
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Multicollinearity happens when two or more predictors within the model are correlated

and present redundant information. Multicollinearity measured by variance inflation factors

(VIF) and tolerance. Whenever VIF value exceed 4.0, or by tolerance < 0.2 that means a

problem with multicollinearity is exist (Hair et al. 2010). Collinearity statistics were examine

and the findings presented in table 5.8 that Variance Inflation Factor is less than 3 which is

perfect and tolerance > 0.2 representing no multicollinearity problems (Hair et al. 2010).

Table 5.7 Correlation table

Correlations

F4 F13 F7

F2 PAY F1 F6 D. AF_CO | NR.COM | CN.COM | TOT Lo

EQUITY TRUST JUSTICE MM M M M_9
F2 PAY Pearson Correlation 1 .248™ .655™ .322™ 137 -0.030 0.033
EQUITY Sig. (2-tailed) 0.000 | 0.00 | 0.00 | 0.002 0508 | 0.454
F1 Pearson Correlation .248™ 1 499" 450" 2677 -0.002 1157
TRUST Sig. (2-tailed) 0.000 0.000 | 0.000 | 0.000 0.968 | 0.009
F6 Pearson Correlation .655™ .499™ 1 420™ .254™ -0.046 0.040
DJUSTICE  ™7gjq (2-tailed) | 0.000 | 0.000 0.000 | 0.000 0.301 | 0.368
F4 Pearson Correlation .322™ .450™ 420" 1 .328™ 0.058 .105"
AF_COMM 550 (tailed) | 0.000 | 0.000 | 0.000 0.000 | 0194 | 0018
F13 Pearson Correlation 1377 267 .254™" .328™ 1 .089" 0.032
NR_COMM | Sjg. (2-tailed) 0.002 | 0.000 | 0.000 | 0.00 0046 | 0.473
F7 Pearson Correlation -0.030 | -0.002 -0.046 0.058 .089" 1 .148™
CN_COMM Sig. (2-tailed) 0508 | 0.968 0.301 0.194 0.046 0.001
TOT_LOM_9 | pearson Correlation 0.033 .115™ 0.040 .105" 0.032 .148™ 1

Sig. (2-tailed) 0454 | 0009 | 0368 | 0018 | 0.473 0.001

** Correlation is significant at the 0.01 level (2-tailed).

*, Correlation is significant at the 0.05 level (2-tailed).
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Table 5.8 Collinearity statistics

Coefficients

Co linearity Statistics

Model Tolerance VIF
1 | Dependent Variable : Zscore(ToT_TRUST) 0.661 1514
Love of Money Zscore(F2_PQTY) 0.554 1.804
Zscore(F4_AF_COMM) 0.700 1.429
Zscore(F13_NR_COMM) 0.859 1.164
Zscore(F7_CN_COMM) 0.983 1.017
Zscore(F6_D.JUSTICE) 0.436 2.292
2 | Dependent Variable: Zscore(F2_PQTY) 0.566 1.767
TOT_Trust Zscore(F4_AF_COMM) 0.757 1.321
Zscore(F13_NR_COMM) 0.866 1.155
Zscore(F7_CN_COMM) 0.963 1.038
Zscore(F6_D.JUSTICE) 0.508 1.967
Zscore(F_TOT_LoM_9) 0.969 1.032
3 | Dependent Variable : Zscore(F4_AF_COMM) 0.707 1.415
Pay Equity Zscore(F13_NR_COMM) 0.861 1.162
Zscore(F7_CN_COMM) 0.963 1.039
Zscore(F6_D.JUSTICE) 0.693 1.444
Zscore(F_TOT_LoM_9) 0.961 1.040
Zscore(ToT_TRUST) 0.669 1.494
4 | Dependent Variable : Zscore(F_TOT_LoM_9) 0.962 1.040
D.Justice Zscore(ToT_TRUST) 0.764 1.308
Zscore(F2_PQTY) 0.881 1.136
Zscore(F4_AF_COMM) 0.706 1.416
Zscore(F13_NR_COMM) 0.868 1.152
Zscore(F7_CN_COMM) 0.966 1.035
5 | Dependent Variable : Zscore(F13_NR_COMM) 0.899 1.112
Affective Commitment Zscore(F7_CN_COMM) 0.965 1.036
Zscore(F6_D.JUSTICE) 0.441 2.266
Zscore(F_TOT_LoM_9) 0.964 1.037
Zscore(ToT_TRUST) 0.712 1.405
Zscore(F2_PQTY) 0.562 1.780
6 | Dependent Variable : Zscore(F7_CN_COMM) 0.970 1.031
Normative Commitment Zscore(F6_D.JUSTICE) 0.441 2.270
Zscore(F_TOT_LoM_9) 0.961 1.040
Zscore(ToT_TRUST) 0.661 1.513
Zscore(F2_PQTY) 0.555 1.801
Zscore(F4_AF_COMM) 0.730 1.369
7 | Dependent Variable : Zscore(F6_D.JUSTICE) 0.437 2.287
Continuance Commitment Zscore(F_TOT_LoM_9) 0.981 1.019
Zscore(ToT_TRUST) 0.656 1.525
Zscore(F2_PQTY) 0.554 1.804
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Zscore(F4_AF_COMM)

0.699

1.430

Zscore(F13_NR_COMM)

0.866

1.155

5.6 Checking for outliers

The statistical techniques may influence by the outliers which represents either the values

below the majority among other data or above them. The outliers in this study were examined

by calculating the variables 5% trimmed mean to determine if there are any outliers that may

influence the analysis of data. The variables 5% trimmed mean was computed using the SPSS

by removing 5% of data from bottom and 5% from the top and create new 5% trimmed mean

values. The comparison between the original mean values with 5% trimmed mean were

indicated in table 5.9 that two means are very close to each other. Although, the outliers were

not exists and the extreme data does not have major effect on the mean, but in this study the

researcher removed the highest outliers of respondents whom have more than 4 questions to be

more save and avoid any effects may influence the analysis. The total respondents were 17

respondents out of 522 of sample; therefore the remaining analysed responses 505 only.

Table 5.9: Comparison between the original mean and 5% trimmed mean values for all variables.

5%
Trimmed
Mean
No. Variable Mean | Std. Error Mean Diff.
1 | Q12_Equityl 2.758 .0509 2.732 0.027
2 | Q13 _Equity2 2.796 .0526 2.773 0.023
3 | Q14 _Equity3 2.731 .0520 2.701 0.030
4 | Q15 _Equity4 2.798 .0518 2.776 0.022
5 | Q16_Equity5 2.865 .0503 2.850 0.015
6 | Q17_AF_Trustl 3.590 .0475 3.656 -0.066
7 | Q18 _AF Trust2 3.632 .0443 3.688 -0.056
8 | Q19 _AF Trust3 3.560 .0465 3.609 -0.049
9 | Q20_AF Trust4 3.436 .0456 3.472 -0.037
10 | Q21_AF Trust5 3.345 .0440 3.371 -0.027
11 | Q22_AF_Trusté 3.432 .0456 3.479 -0.047
12 | Q23_AF Trust7 3.5633 .0489 3.592 -0.059
13 | Q24_AF Trust8 3.119 .0473 3.132 -0.013
14 | Q25_AF_Trust9 3.485 .0456 3.532 -0.047
15 | Q26_AF Trust10 3.339 .0452 3.367 -0.028
16 | Q27_Cog_Trustl 3.628 .0433 3.682 -0.054
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17 | Q28 Cog_Trust2 3.598 0427 3.646 -0.048
18 | Q29 Cog_Trust3 3.410 .0445 3.448 -0.038
19 | Q30_Cog_Trust4 3.562 .0448 3.618 -0.055
20 | Q31_Cog_Trust5 3.541 0444 3.587 -0.046
21 | Q33_Justicel 2.919 .0480 2.910 0.009
22 | Q34 Justice2 2.826 .0496 2.809 0.017
23 | Q35_Justice3 2.794 .0484 2.771 0.023
24 | Q36 Justice4 2.869 .0506 2.855 0.015
25 | Q37_Justice5 2.715 .0507 2.683 0.032
26 | Q38_Justice6 3.253 .0486 3.282 -0.028
27 | Q39_LoM_RCH1 3.842 .0436 3.908 -0.067
28 | Q40 _LoM_RCH2 3.632 .0454 3.684 -0.052
29 | Q41_LoM_RCH3 3.885 .0396 3.946 -0.060
30 | Q46_LoM _BGT1 3.568 0415 3.602 -0.034
31 | Q47_LoM_BGT?2 3.539 .0439 3.569 -0.031
32 | Q48 _LoM_BGT3 4.152 .0352 4.224 -0.072
33 | Q49 LoM BGT4 3.786 .0390 3.838 -0.052
34 | Q50_LoM_MTV1 3.535 0431 3.554 -0.019
35 | Q51_LoM_MTV2 3.707 .0440 3.752 -0.045
36 | Q52_LoM_MTV3 3.661 .0457 3.699 -0.038
37 | Q54 _LoM_QTY2 3.776 0431 3.831 -0.055
38 | Q55 _LoM_QTY3 3.366 .0428 3.373 -0.007
39 | Q56_LoM_SCS1 3.091 0511 3.101 -0.010
40 | Q57_LoM_SCS2 3.127 0517 3.141 -0.014
41 | Q58_LoM_IMP1 4.139 .0338 4.194 -0.055
42 | Q59 _LoM_IMP2 4.055 .0360 4121 -0.066
43 | Q60_LoM_IMP3 4,071 .0334 4.112 -0.041
44 | Q61_LoM_IMP4 3.943 .0397 4.003 -0.060
45 | Q64 _LoM_DCN3 3.370 0474 3.389 -0.019
46 | Q65_LoM_DCN4 3.537 0442 3.565 -0.028
47 | Q66_LoM_DCN5 3.552 .0430 3.580 -0.028
48 | Q67_LoM_DCN6 3.723 0415 3.765 -0.042
49 | Q68 LoM_DCN7 3.364 .0430 3.384 -0.020
50 | Q69 _LoM_DCN8 3.477 0419 3.510 -0.033
51 | Q71_LoM _RLT1 2.737 .0451 2.721 0.016
52 | Q72_LoM _RLT2 2.606 0464 2.585 0.021
53 | Q73_LoM_RLT3 2.685 0474 2.651 0.034
54 | Q76_LoM _RLT6 3.020 .0493 3.022 -0.002
55 | Q77_AF_COMM1 3.154 .0538 3.172 -0.017
56 | Q78_AF_COMM2 3.261 .0506 3.290 -0.029
57 | Q79_AF_COMMS3 3.489 0474 3.532 -0.043
58 | Q80_AF_COMM4 3.608 .0433 3.649 -0.041
59 | Q84 _AF_COMMS 3.424 .0493 3.471 -0.047
60 | Q81_AF_COMMSr 3.473 .0430 3.494 -0.021
61 | Q82_AF_COMMGr 2.784 .0425 2.770 0.015
62 | Q83_AF_COMMTr 3.457 .0458 2.923 0.534
63 | Q89_NR_COMMS5 2.830 0475 2.811 0.018
64 | Q90_NR_COMM6 3.194 0444 3.216 -0.022
65 | Q91_NR_COMM?7 3.016 0437 3.018 -0.002
66 | Q94 CNT_COMM?2 3.398 .0493 3.442 -0.044
67 | Q95_CNT_COMM3 3.372 .0479 3.404 -0.032
68 | Q96_CNT_COMM4 3.345 0474 3.380 -0.036
69 | Q97_CNT_COMMS5 3.400 .0480 3.444 -0.044
70 | Q42_LoM_EVLI1r 3.115 .0487 3.128 -0.013
71 | Q43 LoM_EVL2r 2.640 0471 2.600 0.040
72 | Q44 LoM_EVL3r 3.434 .0491 3.481 -0.048
73 | Q45 LoM_EVL4r 3.150 .0535 3.167 -0.017
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5.7 Reversing negatively worded items

Prior testing the scale reliability, it has been confirmed by Pallant (2016) the importance

to reverse the negatively worded items. To reduce response bias, fourteen items were reversed

in the research questionnaire that negatively worded. Table 5.10 presents the reverse items; four

items belong to the sub-construct LoM Evil, love off money equity, decisions and relationships

one item each and OC have seven items belongs to affective, normative continuance 3,3,1

respectively. Table 5.9 illustrates the reverse items:

Table 5.10 Reverse items

No. of Items Items Construct
4 42,43,44,45 Love of Money Evil
1 53 Love of Money Equity
1 70 Love of Money Decisions
1 75 Love of Money Relations
3 86,87,92 Normative Commitment
3 81,82,83 Affective Commitment
1 93 Continuance Commitment

Total

The fourteenth items were negatively worded by using of ‘transform’ and ‘record into different

variable’ available in SPSS software.

5.8 Reliability
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Cronbach’s Alpha coefficient as an estimation of reliabilities has been conducted and a

minimum of 0.7 has been considered as the acceptance limit (Nunnery and Bernstein 1994), but

with exception for constructs with low number of items like sub-constructs LoM-evil (4 items),

LoM-equity (2 items) and normative commitment (3 items) were calculated composite

reliability and the results were .735, .668, .684 respectively. However, the reliability of the rest

of constructs was showing above .7 or all of them, the reliability statistics is all questions

variables are acceptable due to the values of Cronbach’s Alpha are more than 0.7. In general,

the findings presented in table 5.11 indicated that the scales used in this study are reliable. Thus,

preparing and analysing the correlation and the regression to examine the research hypotheses

is adequate.

Table 5.11 Cronbach’s Alpha

ITEM NO. Deleted | NO. OF Cronbach's Alpha Based
ITEMS | ITEMS | Standardized | on Standardized ltems
Items
PAY EQUITY 5 - 5 0.911
AFFECTIVE TRUST 15 - 15 0.957
D. JUSTICE 6 1 5 0.886
LoM-RICH 3 - 3 0.877
LoM-EVIL 4 - 4 0.648 (0.735 composite)
LoM-BUDGET 4 1 3 0.792
LoM-MOTIV 3 - 3 0.898
LoM-EQUITY 3 1 2 0.465 (0.668 composite)
LoM-SUCCESS 2 - 2 0.856
LoM-IMPORTANT 4 1 3 0.879
LoM-DECISIONS 9 3 6 0.835
LoM-RELATIONS 6 2 4 0.782
AF-COMMITMENT 8 2 6 0.849
NR-COMMITMENT 8 5 3 0.554 (0.684 composite)
CN-COMMITMENT 8 4 4 0.814
TOTAL 89 20 69
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5.9 Constructs efficacy assessment

This assessment of all hypothesized constructs was conducted earlier as preliminary
analysis. Therefore | conducted it before assembling the structural equation model and
completed which include exploratory factor analysis (KMO and Bartlett tests), adequate
identification, model fit, reliability, construct validity (Convergent and Discriminant).The
evaluation presents that hypothesized constructs are sufficient to identify a solution, which will
asset structural equations and all results of model fit, reliability, and construct validity were

satisfactory.

5.10 Summary

The data in this study is appropriate, and | focused in this chapter and presented in details,
like, checking missing values, assessing data normality, multicollinearity and singularity,
checking of outliers, reversing negatively worded Items, and reliability. Neither missing values
nor outliers were found. The study variables were close enough to and did not affect the
normality assumption and the scale has the right shape as the datain all histograms were just
under the bell-shape. There is no problem with any of multicollinearity issues. Fourteen items
in the study questionnaire that negatively worded were reversed. The adopted scales in this
research were reliable. All constructs efficacy evaluation, model fit, reliability, and construct

validity findings were acceptable.
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Chapter 6.  Results and data analysis

This chapter will present the data analysis conducted using SPSS and the reliability and
validation of the data. In addition to using Cronbach’s Coefficient alpha to examine construct
reliability, 1 examined composite reliability and scale validity by using confirmatory factor
analysis (CFA). The validity of the model measurement that includes average variance
extracted (AVE), comparative fit index (CFl), the Tucker-Lewis index (TLI), root mean square
residual (RMR), root mean square error of approximation (RMSEA) and discriminant validity.
It also presents structural model validity and hypotheses testing and moderation analyses. All

selected statistical tests used in this study rely on ‘fitness for purpose’ which has to be guiding

the principle (Cohen et al. 2007, p.98).

6.1 Correlations

To examine the strength of linear relationships and the interrelationship between variables,
Pearson test correlations were used (Pallant, 2016). Coefficients ranged between-1 and +1. A
negative relationship occurs means an increase in one variable results in a decrease in the other
and vice versa. The strength of the relationship is expressed by the value of and the relationship
direction by the sign. There is a perfect correlation when the coefficient is close to-1 or +1 and
if it is zero, the relationship is non-existent. The coefficient helps the researcher to find both the

strength and direction of the relationships (Pallant, 2016).

It helps in measuring the association of relationships between variables and answers to
questions associated with the relationship between pay equity, trust in leadership and OC. It has
been suggested by George and Mallery (2003) that the strength of the association between

variables has three categories: small, medium and large.
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6.2 Correlation analyses

Table 6.1 shows the results of the correlation analyses between pay equity, trust in
leadership and OC and the mediator (distributive justice), but to know more details about the
moderator (LoM) we presented in details of love of money correlations as one construct in
addition to the correlations of love of money componenets (sub-constructs) separately.

Significant correlations will indicate significant results of regression (Pallant 2016).

6.2.1 Correlation between OC and other variables

The correlations presented in Table 6.1 indicate a significant positive correlation between
trust in leadership and both affective and normative commitment (r=0.45, 0.267 respectively
n=505), while continuance commitment has a weak correlation (r=0.002 n-505). Similarly, pay
equity has a positive significant relationship with affective and normative commitment
(r=0.322, 0.137), while continuance commitment recorded a weak relationship with pay equity
(r=0.030). The model with distributive justice as a mediator had a significant correlation with
affective and normative commitment (r=0.420, 0.254 respectively), while continuance
commitment showed no correlation (-0.046). Neither independent variable correlated with
continuance commitment, while LoM recorded a significant relationship with both affective
and continuance (r=0.105 and 0.148) and a weak correlation with normative commitment
(r=0.032). LoM had a positive significant relationship with trust in leadership (r=0.115) and
weak with pay equity and distributive justice and it was significant with affective and

continuance and weak with normative as mentioned before see table 6.1.

6.2.2 Correlation between the components of LoM and other variables

Table 6.2 shows that the first component — decision — had a significant correlation with
Affective (r=-0.131) and continuance commitment (r=0.122) and a weak correlation with
normative commitment (r=-0.003). ‘Important’ showed a weak correlation with affective and

normative commitment and a significant correlation with continuance commitment (r=0.093).
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Motivation had a significant correlation with continuance commitment (r=0.136). Relationships
had a significant correlation with both normative and continuance commitment (r=0.187, 0.123)
and a weak correlation with affective commitment (r=-0.07). Budget had a significant correlation
with both affective and normative commitment (r=0.103, 0.094) and a weak correlation with
continuance (r=0.05). Rich had a significant correlation with both affective and continuance
commitment (r=0.155, 0.127) and a weak correlation with normative (r=-0.06). Both evil and
success had a significant correlation with affective, normative and continuance commitment
(r=101,-0.288,-0.130) while success recorded 0.125, 0.128 and 0.119 respectively. Lastly, equity

as a component of LoM did not correlate with any type of OC.

Table 6.1 correlation analysis between main constructs

F4 F13 F7
F2 PAY | F1 F6 AF_COM | NR_COM | CN_COM | TOT_
EQUITY | TRUST DJUSTICE | M M M LoM_9
F2 PAY EQUITY | Pearson e *x *x *x
Correlation 1 248 .655 322 137 -0.030 | 0.033
Sig. (2-tailed) 0.000 0.000 0.000 | 0.002 | 0.508 | 0.454
N 505 505 505 505 505 505 505
F1TRUST Pearson wox - - - wox
Correlation 248 1 499 450 267 -0.002 | .115
Sig. (2-tailed) 0.000 0.000 0.000 | 0.000 | 0.968 | 0.009
N 505 505 505 505 505 505 505
F6 D.JUSTICE Pearson *x *x > *
Correlation .655 499 1 420 254 -0.046 | 0.040
Sig. (2-tailed) 0.000 | 0.000 0.000 | 0.000 | 0.301 | 0.368
N 505 505 505 505 505 505 505
F4 AF_COMM Pearson . . . . .
Correlation 322 450 420 1 328 0.058 105
Sig. (2-tailed) 0.000 | 0.000 0.000 0.000 | 0.194 | 0.018
N 505 505 505 505 505 505 505
F13 NR_COMM | Pearson wox wox wox wox *
Correlation 137 267 254 .328 1 .089 0.032
Sig. (2-tailed) 0.002 | 0.000 0.000 0.000 0.046 | 0.473
N 505 505 505 505 505 505 505
F7 CN_COMM | Pearson Corr. -0.030 | -0.002 | -0.046 | 0.058 | .089" 1 148"
Sig. (2-tailed) 0.508 | 0.968 0.301 0.194 | 0.046 0.001
N 505 505 505 505 505 505 505
TOT_LoM_9 Pearson Corr. 0.033 | .115™ 0.040 105" | 0.032 | .148™ 1
Sig. (2-tailed) | 0.454 | 0.009 | 0.368 | 0.018 | 0.473 | 0.001
N 505 505 505 505 505 505 505
**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
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Table 6.2 Correlations of love of money components with organisational commitment

AF- NR- | CN-
bcN | iMp | mMTv | RLT [ BDG | RCH | EVL [scs | ory | om cM cM
LoM_DCN Pearson Correlation -
1 385%% | 452ex | 380%% | 0054 | 281%* | 002 | .324%% | 256% | .131%* | -0.003 | .122%*
Sig. (2-tailed) 0 0 0 0223 |0 0.65 0 0 0003 | 0943 | 0.006
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_IMP Pearson Correlation | aggwex | 1 410 | 1420 | 1330 | doarx | o5+ | 378** | 226%* | 0.044 | 0011 | .003*
Sig. (2-tailed) 0 0 0001 | 0003 | 0 0033 | 0 0 0326 | 0.807 | 0.037
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_MTV [ Pearson Correlation | gspex | g10% | 1 233+« | 150 | 389%* | 0073 | .460%* | 211%* | 0054 | 0.053 | .136%*
Sig. (2-tailed) 0 0 0 0.001 0 0.1 0 0 0.226 0.236 0.002
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_RLT Pearson Correlation -
380%« | 142w | 233 | 1 000 | 178% | 183w | 333 | oog% | -007 | .187%% | 123+
Sig. (2-tailed) 0 0001 | O 0025 |0 0 0 0038 | 0117 |0 0.006
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_BDGT [ Pearson Correlation | o554 | 133+« | 1s2%% | -009* | 1 0051 | 0028 | 0007 | .006* | .103* | .004* | 0.005
Sig. (2-tailed) 0223 | 0003 | 0001 | 0025 0.25 052 | 0875 | 0032 | 0.02 0.034 | 0.905
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_RCH Pearson Correlation | ogwx | 4o4+x | 3890 | 1780 | -0051 | 1 199%* | 438** | 220%% | 155%* | -0.06 127
Sig. (2-tailed) 0 0 0 0 0.25 0 0 0 0 0.175 0.004
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_EVL Pearson Correlation - - -
002 | 005 | 0073 | 183 | 0028 | 199+ | 1 0006 | -0.018 | .101* | .288** | .130%*
Sig. (2-tailed) 0.65 0033 | 01 0 052 | 0 0899 | 0691 | 0023 | o0 0.003
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_SCS Pearson Correlation | gppex | a7gex | gge | 3337 | 0.007 438** | 0006 | 1 A73% | a25%% | 128%% | 119%*
Sig. (2-tailed) 0 0 0 0 0875 | 0 0.899 0 0005 | 0.004 | 0.007
N 505 505 505 505 505 505 505 505 505 505 505 505
LoM_QTY Pearson Correlation | oggex | oogex | 2110+ | ogax | 0o6* | 200% | -0018 | 173+ | 1 0079 | -0013 | 0.071
Sig. (2-tailed) 0 0 0 0038 | 0032 |0 0691 | 0 0075 | 0767 | 0.11
N 505 505 505 505 505 505 505 505 505 505 505 505
AF_COMM Pearson Correlation -
131 | 0044 | 0054 | 007 | 203 | as5e | 101 | 125+ | 0079 | 1 328%* | 0.058
Sig. (2-tailed) 0003 | 032 | 0226 | 0117 | 002 0 0023 | 0005 | 0.075 0 0.194
N 505 505 505 505 505 505 505 505 505 505 505 505
NR_COMM Pearson Correlation -
0003 | 0011 | 0053 | 187+ | 004 | -006 | 288 | .128* | -0013 | 328** | 1 080
Sig. (2-tailed) 0943 | 0807 | 0236 |0 003 | 0175 | 0 0004 | 0767 | 0 0.046
N 505 505 505 505 505 505 505 505 505 505 505 505
CN_COMM Pearson Correlation -
122 | .093 | .136 | .123 | 0.00 | .127 | .130 | .119 | 0.07 | 0.05 | .089
- . - - 5 - - - 1 8 * 1
Sig. (2-tailed) 0.00 { 0.03 | 0.00 [ 0.00 | 0.90 | 0.00 | 0.00 | 0.00 | 0.11 | 0.19 | 0.04
6 7 2 6 5 4 3 7 1 4 6
N 505 505 505 505 505 505 505 505 505 505 505 505

**_Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).
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6.3 Measuring of the reliability and validity

Internal consistency can be calculated in many ways, but Cronbach’s alpha is the most
used to check the consistency of responses to a different group of questions to determine a
specific concept. The alpha coefficient value ranged from 0 to 1, and a value above 0.7 means
the items work together to measure the same concept. Despite using Cronbach’s alpha to
measure reliability, I adopted composite reliability to justify weak values of Chronbach’s alpha
for some constructs. Since we are validating the reliability analysis to check whether the
measurement scale and items are reliable or not, low reliability means the items do not correlate

sufficiently robustly which means they are not measuring the same domain of the construct.

According to George and Mallery (2003), internal consistency is excellent, good,
acceptable, questionable, poor and unacceptable when Cronbach’s Alpha is > 0.90, 0.80-0.89,
0.70-0.79, 0.60-0.69, 0.50-0.59 and < 0.50 respectively. The acceptable consistency level is
0.70 (Nunnally, 1978), while Hair et al. (2010) argue that an alpha of 0.60 is the minimum

acceptable level for any construct to measure reliability.

Table 6.3 presents the Cronbach’s alpha coefficients for constructs within range 0.760 to
1 which indicate to the components show internal consistency. Three items had a low alpha
coefficient: LoM-evil (0.648), normative commitment (0.546) and LoM-equity (0.465).
Composite validity was conducted to ensure that the construct had enough loading values to
measure the concept, and the results were 0.735, 0.648 and 0.668 respectively which is enough

to support the construct reliability.
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Table 6.3 Cronbach’s Alpha analysis

ITEM NO. Items | Deleted Items | Standardized Items | Cronbach's Alpha
TRUST IN LEADER 16 1 15 .957
PAY EQUITY 5 - 5 911
LoM-DECISIONS 9 3 6 .835
DISTRIBUTIVE JUSTICE 6 5 932
LoM-RICH 3 - 3 877
LoM-EVIL 4 - 4 .649
LoM-BUDGET 4 1 3 792
LoM-MOTIV 3 - 3 .898
LoM-EQUITY 3 1 2 465
LoM-SUCCESS 2 - 2 .856
LoM-IMPORTANT 4 - 4 879
LoM-RELATIONS 6 2 4 782
AF- COMMITMENT 8 2 6 .849
NR- COMMITMENT 8 5 3 .546
CN-COMMITMENT 8 4 4 814
TOTAL 89 20 69

6.4 Composite reliability

The following formula used to calculate the composite reliability for each variable

manually (Wilkins 2013):

(O standardized loading)"2 /() standardized loading)"2 + > measurement errors.

High composite reliability (>0.9) of the independent variables trust in leadership (0.96) and pay
equity (0.911) indicate high internal consistency reliability. Table 6.4 presents composite
validity and not all construct items are highly correlated which indicates that the items used to

build the constructs are not redundant.

The items used many aspects of measuring by adding extra information. Values above 0.9
confirm the unidimensionality of the construct as long as items on the scale are not repeated.

Thus, the items used are applicable measures of the constructs (Hair et al., 2017).
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Table 6.4 composite validity

Construct Items (X) N | >X >XA2 (1-x)"2 Composite V
.88, .842, .835,.828,
.817,.814,.795 1 0.959991
TRUST 05 797 781.778.744. | 5 | 117407 | 137.9232 | 5748062 | ¢
.734-.655-.653
0.910897
PAY EQUITY 0.869-.868-.855--.783-.714 5 | 4.089851 | 16.72688 | 1.636201 | 3
.843-.763-.757-.701-.632- 0.867380
AF-COMMITMENT | .601- 6 | 4.842193 | 23.44684 | 3.584951 | 2
.852-.832-.762-.647-.595- 0.858671
LoM-DECISION 538 6 | 4.225853 | 17.85783 | 2.939222 | 2
0.891761
LoM-IMPORTANT .852-.829-.822-.778 4 | 3.280709 | 10.76305 | 1.306379 | 4
0.872345
D.JUSTICE .857-.827-.805-.715-.691-. 5 | 4.335769 | 18.79889 | 2.750943 |1
0.895159
LoM-MOTIVE .921-.866-.790 3 | 2.57699 6.640876 | 0.777775 |5
0.842288
RELATION .845-.830-.779-.550 4 | 3.003203 | 9.019227 | 1.688777 | 3
0.879183
CN-COMMITMENT | .863-.862-.759-.724 4 | 3.207081 | 10.28537 | 1.413406 | 4
LoM-RICH .878-.862-.809 3 | 2.549553 | 6.50022 0.830654 | 0.886691
0.836319
LoM-BUDGET .849-.836-.790- 3 | 2.962753 | 8.777905 | 1.717974 2
0.735498
EVIL .778-.640-.617-.516 4 | 2.550309 | 6.504076 | 2.339013 |1
0.683543
NR- COMMITMENT | .704-.684-.548 3 | 1.936334 | 3.749391 | 1.735838 | 3
0.746179
LoM-SUCCESS .817-.724 2 | 1541204 | 2.375311 | 0.807986 | 5
0.667842
LoM-EQUITY .818-.589 2 | 1.406802 | 1.979091 | 0.98432 3
6
9

6.5 Factor analysis

Factor analysis is used to identify research constructs and examine the relationships
between variables by reducing the variables that have similarity and making them into a smaller
set. In doing so, it helps avoid multicollinearity with large numbers of variables by linking ones

that are collinear.

Two tests were conducted. The Kaiser-Mayrt-Olkin (KMO) test was used to measure the
sufficiency of sampling and the total of the variance of the variables. Partial correlation among
variable pairs evaluated by KMO test can give us perfect results when the value is close to 1.0,

while a value of 0.50 or less is not acceptable. According to Kaiser (1974), the acceptable KMO
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value is more than 0.50, with quality increasing with the value. Bartlett’s test of sphericity was
used to examine the correlation matrix of the hypothesis. Variables <0.05 are essential to the
relationships and factor analysis. The findings that indicated values of p for all variables were
highly significant (0.000) which confirms the relationships between the variables and the
correlation matrix. When correlations values are near to zero, it indicates poor correlation. This
occurs when the correlation matrix looks like an identity matrix (Field, 2013). The results in
Tables 6.3 and 6.4 show that Cronbach’s alpha ranged from 0.66 to -0.96, which is acceptable
to conduct factor analysis. Table 6.5 shows the KMO was 0.886 and Bartlett’s test of sphericity

had a significance value of 0.000 (p< 0.001).
6.6 Exploratory factor analysis (EFA)

In factor analysis, the ‘factor’ is the independent variable or latent variable (Field, 2009)
and factor indicators are used to identify the observed variables. The purpose of factor analysis
is to share the common variance, known as declining dimensionality, of the reduction of
observed variables to reduce the unobserved latent variables (Bartholomew, Knott and
Moustaki, 2011). The unobservable factors are hypothetical constructs used to signify variables

as the unobservable factors are difficult to measure directly (Cattell 1973).

In this study, SPSS was used to conduct EFA. It was used to determine the elements of
latent variable and whether the correlations between a group of observed variables are
determined by a common primary latent construct. After determining the strength of the
relationships between variables, EFA minimises a large number of correlated items to a
manageable level. This study used the principal component method to identify the factors which
can explain the largest share of variance (Wilkins, 2013). EFA helps examine the internal
reliability and factor structure of a measure. It is mostly used when the hypotheses regarding

the nature of the main factor structure of their measure are unavailable. At the time of applying
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EFA, the researcher should decide the number of the major decisions of factors, extraction

method and rotation method.

A scree plot is a common way to decide the number of factors. It is a two-dimensional
graph of factors against eigenvalues. Principal component analysis (PCA) creates eigenvalues
that demonstrate the variance represented by all main factors. In this study 69 items had
eagenvalue above 1. The eigenvalues are scores that add up to the number of items; 69 in this
case. Theoretically, a 69-item scale will have 69 possible major factors; each factor has an
eigenvalue which shows the variation amount in the items representing each factor. The first

factor has an eigenvalue of 13.111 and accounts for 19.0% of the variance: (13.111/69=0.19).

When the number of factors has been identified, the overall variance is considered. PCA
controls the smallest number of factors that generate the largest variance in the data which can
be used in multivariate analysis (Conway and Huffcutt, 2003). Thus, minimising the number of
variables will help identify the biggest variance from the data set with all its components
(Tabachnick and Fidell, 2007). The factors rotation used to maximise the interpretation, thus
un-rotated factors are fuzzy. The major goal of rotation is to achieve a simple structure with as
few factors as possible, but which creates the best use of high loadings on each variable
(Rummel, 1970). Each factor has a distinct cluster of interrelated variables and the easy

structure attempts to have towards simple interpretation (Cattell 1973).

There are two main types of rotation: orthogonal and oblique. Orthogonal rotation obtains
factor loadings that rely on the assumption factors being uncorrelated with one another, while
oblique rotation assumes they are. Promax rotation was used in this study because it is effective

in achieving a simple oblique structure.

The existence of correlations between factors is commonly expected similar to many kinds
of sciences like social science. For instance, it is hard to isolate behaviours in a box unit

independently, therefore applying orthogonal (latent variables are required to remain separated
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from or uncorrelated with one another) rotation provide a less useful solution in case of

availability of correlation among factors.

Oblique rotation generates either identical or superior findings comparing with orthogonal
rotation as it can generate cleaner findings which are easier to interpret. While the orthogonal
rotations are unable to handle correlated factors effectively, oblique rotations can handle both
uncorrelated and correlated factors. To evaluate EFA, confirmatory factor analysis was
conducted since EFA cannot give a unique solution and test the fit between model and data.
Examining the fitness of data with the model of hypothesised measurement is the main aim of

CFA. The PCA results are shown in Table 6.5 as the Kaiser-Meyer-Olkin results.

6.6.1 Factor analysis of independent variables and commitment factors

Table 6.6 shows the analysis of pay equity, trust in leadership, distributive justice, LoM
and OC factors. Fifteen components have an eigenvalue >1 and account for nearly 69.5% of the
variance. The factor loading results of the 69 items tested show most of the items had values of
0.50 or more. There was no case of cross loading in addition to all questionnaire items were
included. EFA analysis was established on the principle component using the Promax rotation
method. The SPSS software described the questions in a way that reflects the latent variables.
The relationships between any variable with specific components are shown in Table 6.6. The

strongest association is between F1 (trust in leader) and component #1, with

Table 6.5 constructs’ KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling
.886
Adequacy.
Bartlett's Test of Sphericity Approx. Chi-Square 23408.195
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Constructs F1A F15

Df

Sig.

2556
0.000

0.957 as the highest loading value.

Table 6.6: Factor Analysis and Reliability of the Final Instrument for all constructs:

Factor Loading for Factors'

% of

FAC | Descriptions No. Of Items Eigen- % of Cumulative Cronbach's | composite
NO. Items Value Variance Variance Alpha validity
1
Trust in .88,.842,.835,.828,.817,.
Leader 15 814,.795.795-.792-.781-. 13.111 19.001 | 19.001 0.957 0.960
778-.744-.734-.655-.653
2 Pay Equit
YR S 0.869-.868-.855— 7.807 11.314 | 30.315 0.911 | 0.911
.783-.714
3 LoM-
Decisions 6 -ggg:-ggg--m?-ﬁ” 4.649 6.737 | 37.052 0.835 | 0.859
4 AF-
Commitment 6 -2‘3‘3:-;8?--757--701- 3.467 5025 | 42.077 0.849 | 0.865
5 LoM- 4
2.698 3.910 45.987 0.879 0.892
Important 852-.829-.822-.778
6 D.justice
. 5 2.601 3.769 49.756 0.932 0.886
.857-.827-.805-.715-.691
7 LoM-
Motivation 3 2.441 3.538 | 53.294 0.898 | 0.895
.921-.866-.790
8 LoM- 4
i 1.853 2.686 55.980 0.782 0.842
Relations 845-.830-.779-550
9 CN- 4
i 1.803 2.613 58.593 0.814 0.879
Commitment 863-.862-.759-.724
10 LoM-Rich
3 1.515 2.196 60.789 0.877 0.887
.878-.862-.809
1 LoM-Budget
g 3 1.392 2.017 62.806 0.792 0.865
.849-.836-.790
12 LoM-Evil
4 1.225 1.775 64.580 0.649 0.735
.778-.640-.617-.516
13 NR-
Commitment 3 04 68543 1.210 1.754 | 66.334 0.546 | 0.684
14 LoM-Success
2 1.140 1.651 67.986 0.856 0.746
.817-.724
15 LoM-Equit
auy 2 1.012 1.467 69.453 0.465 0.668
.818-.589
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Table 6.7: Extractions of components —Pattern Matrix; Pay Equity, Trust and O.C

Component

1

2

10

11

12

13

14

15

Q27_CGTR1

.876

Q18_AFTR2

.839

Q21_AFTR5

.839

Q25_AFTR9

.829

Q23_AFTRY

.820

Q19_AFTR3

.808

Q31_CGTRS

799

Q30_CGTR4

794

Q20_AFTR4

792

Q28_CGTR2

.785

Q22_AFTR6

772

Q29 _CGTR3

743

Q24_AFTR8

.736

Q17_AFTR1

.655

Q26_AFTR10

.652

Q13 Equity2

874

Q15_Equity4

871

Q14 Equity3

.860

Q16_Equity5

.785

Q12_Equityl

726

Q66_DCN5

.857

Q65_DCN4

.822

Q64_DCN3

.756

Q67 DCN6

.658

Q68_DCN7

.587

Q69_DCNS8

.528

Q81_AFCM5

.854

Q80_AFCM4

.769

Q83 _AFCM7

751

Q79_AFCM3

.689

Q84 _AFCM8

.643

Q77_AFCM1

.603

Q58_IMP1

.848

Q59_IMP2

.838

Q60_IMP3

.832

Q61_IMP4

779

Q35_Justice3

.837

Q36_Justiced

.804

Q37_Justice5

.789

Q33 Justicel

.691

Q34 Justice2

.689

Q51_MTV?2

919

Q52_MTV3

.870

Q50 MTV1

799

Q71 RLT1

.853

Q72 RLT2

.847

Q76 _RLT6

.789

Q73 RLT3

.544

Q95_CNCM3

.866

Q96_CNCM4

.858

Q97_CNCM5

.763

Q94_CNCM2

.719

Q40 RCH2

.878

Q41 RCH3

.868

Q39_RCH1

.806

Q46 _BGTL

.855

Q47 BGT2

.851

Q49 BGT4

772

Q43_EVL2

Ja77

Q45 EVL4

.653

Q42_EVL1

.635

Q44 EVL3

.558

Q89 NRCM5

717

Q91_NRCM7

.704

Q90_NRCM6

525

Q56_SCS1

.842

Q57 SCS2

.753

Q55 _QTY3

.816

Q54 QTY2

.586

Extraction Method: Principal Component Analysis. Rotation Method: Promax with Kaiser Normalization. a. Rotation
converged in 8 iterations. SCORE 0.50
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The total of eigenvalues Total eigenvalues was 69, but some factors were less than 1. The PCA
produced 15 underlying factors with eigenvalues >1 so must be in the model, while the rest of
the factors are just error variation. Usually, they are organised in a scree plot in declining order,

as shown in Figure 6.1.

Figure 6.1: Scree plot of exploratory factor analysis for Pay equity, Trust and organisational commitment

Scree Plot

12.57

10.0

7.57

Eigenvalue

257

0.09

L L L L L L L L L . S I L L L L I
135 7 9111315171921 2325 272931 333537 3941 434547 4051 535557 5961 63 6567 G2

Component Number

After applying factor analysis and data reduction to the pay equity, trust in leader,
distribution justice, love of money, and organisational commitment factors, the questionnaire’s
69 factors are reduced to fifteen components, as presented in Table 6.8. The table demonstrates
the percentages of variance of each component, eigenvalue, loading score, which will be

discussed in sections 6.7.2, 6.7.3, 6.7.4 and 6.7.5.
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6.6.2 Independent factors pay equity and trust in leader

As shown in Table 6.6, the independent factors were represented by two latent constructs:
pay equity and trust in leadership (affective and cognitive). Those factors have eigenvalues of
7.807 and 13.111 respectively, thus the two represent about 30.32% of the total variance. Pay
equity consists of 5 items, while trust in leadership consists of 15 divided into 10 items for

affective commitment and 5 for cognitive trust.

6.6.3 Mediator —distributive justice
The mediator factors in this study were represented by distributive justice (F6) as one latent
construct which factor represents 3.77% of the total variance. Distributive justice consists of 5

items with Cronbach’s alpha reliability of 0.932.

6.6.4 Dependent variable -OC

OC was represented by three sub-constructs: affective, normative and continuance,
representing 5.03%, 1.75% and 2.61% respectively, or 9.39% of the total variance explained.

Affective commitment consists of 6 items, normative commitment of 3 items and continuance

6.6.5 Moderator —-LoM

LoM has one latent construct and 9 sub-constructs: F3-LoM Decisions, F5-Important, F7-
Motivation, F8-Relationships, F10-Rich, F11-Budget, F12-Evil, F14-Success and F15-Equity.
The total variance extracted was 6.737, 3.910, 3.538, 2.686, 2.196, 2.017, 1.775, 1.651 and
1.467 respectively. In total, LoM unit represents 25.98% of the total variance. The sub-construct
of LoM consists of 31 items out of 72 total items in the questionnaire. Therefore, the total
variance of LoM represents the highest ratio of total variance while trust in leadership and pay

equity represents 18.84 and 10.951 respectively.
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Table 6.6 also shows the factor loading of the items of all those of 0.50 or higher except

item Q38 (distributive justice, 0.44) and Q48 (LoM Budget, 0.49). However, these items were

deleted to improve the model fit and when | apply composit validity it was improved and had

higher loading. Therefore, the final factor loading of the items was between 0.50 and 0.869.

6.7 Convergent validity and discriminant validity

Factor analysis was conducted to check both convergent and discriminant validity for all

constructs like. All questions were included.

Table 6.8: Discriminant validity test between all constructs

F1 F2 F3 F4 F5 F6 F7 F8 F9 F10 F11 F12 F13 Fl14 F15
AF- CN- NR-
TRUST | PQTY | DCN | CM IMP JSTC [ CM MTV | RLT | BDGT | RCH | EVL | CM SCS LQTY
F1 TRUST | 0.769
F2 PQTY 0.073 0.792
F3 DCN 0.013 0.034 | 0.659
F4 AF-CM | 0.248 0.153 | 0.030 | 0.678
F5 IMP 0.016 0.000 | 0.248 | 0.005 | 0.803
F6 JSTC 0.259 0.504 | 0.049 | 0.216 | 0.004 | 0.854
F7 CN-CM | 0.009 0.000 | 0.012 | 0.000 | 0.025 | 0.000 | 0.869
F8 MTV 0.008 0.002 | 0.253 | 0.004 | 0.200 | 0.000 | 0.017 | 0.692
F9 RLT 0.000 0.002 | 0.175 | 0.000 | 0.031 | 0.002 | 0.004 | 0.083 | 0.725
F10 | BDGT 0.027 0.023 | 0.000 | 0.019 | 0.003 | 0.053 | 0.000 | 0.016 | 0.013 | 0.843
F11 | RCH 0.020 0.010 | 0.117 | 0.022 | 0.342 | 0.014 | 0.009 | 0.139 | 0.045 | 0.011 0.749
F12 | EVL 0.000 0.001 | 0.002 | 0.002 | 0.066 | 0.000 | 0.004 | 0.009 | 0.024 | 0.002 0.122 | 0.527
F13 | NR-CM | 0.142 0.033 | 0.000 | 0.256 | 0.000 | 0.085 | 0.007 | 0.009 | 0.038 | 0.037 0.017 | 0.266 | 0.544
F14 | SCS 0.010 0.008 | 0.160 | 0.030 | 0.209 | 0.016 | 0.036 | 0.265 | 0.180 | 0.000 0.228 | 0.004 | 0.026 | 0.866
F15 | LQTY 0.006 0.001 | 0.095 | 0.019 | 0.084 | 0.000 | 0.004 | 0.058 | 0.000 | 0.013 0.065 | 0.004 | 0.001 | 0.012 | 0.632

Convergent validity is presented in Table 6.8 as average variance extracted (AVE) and

all were greater than >0.5. Discriminant validity was examined by comparing the construct

shared variance (SV) and AVE values (AVE values > SV values).
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Figure 6.2: Confirmatory factor analysis of pay equity, trust, and O.C
Figure 6-2 shows that AMOS estimated the variances and covariance successfully in

the model of pay equity, trust and OC.

6.8 Model identification

The concept of identification is an important issue in structural equation modelling (SEM)
analysis. To solve a set of structural equations, model identification can show whether the
available information is sufficient to identify a solution. SEM will not analyse raw data, but it

analyses the variance/covariance matrix of the observed variables. One parameter is estimated
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for each variance and covariance. Thus, the covariance matrix proposes the levels of freedom

that can be used in parameter assessment.

The unique variance/covariance number is calculated as 1/2[p (p+1)] where p is measured
items. One degree of freedom is missing for each parameter to be considered, then AMOS does
the calculation correctly. .The identification is tested by comparing the number of data points
to the number of the estimated parameters. For example, if the hypothesised model specifies 25
parameters and the unique variance/covariance number (data points) was 55 when the observed

variable is 10, the model has identified 30 degrees of freedom.

The model is over-identified when the covariance and variance data are higher, and under-
identified when covariance is less than the parameters to be estimated in the model, finding a
unique solution (Wilkins, 2013). It is considered as just-identified and obtained zero degrees of
freedom when it has just enough freedom degrees to approximate each parameter. It can
produce a solution for each parameter which, scientifically, may not be attractive but cannot be

rejected (Byrne, 2010) due to its fit determined by the situation (Hair et al., 2010).

In addition to lacking degrees of freedom, identification can be influenced by not ‘setting
the scale’ of a construct and incorrect requirements of the indicator. On many occasions,
mistakes could be made by the researcher either not linking an item to the construct, relating
one indicator with two different constructs, repeating the selection of one indicator variable

twice within the same model or not linking each indicator.

6.9 Model fit

Achieving a hypothesized model fit is the main aim of any researcher using SEM. It can
estimate parameters even without identification problems. The variance (variance = [SD
standard deviation]?) represents the range of each observation from the average (Muijs, 2004).

Variance estimates with negative though variances in not exist in Amos, it called inadmissible.
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Heywood case happens whenever the values of negative variance and R-square are more than
1-which is theoretically not possible-then considered the case as improper and other estimates
as undependable. However, parameters should be checked to make sure that estimates are the

right sign, size and all within the tolerable range, parameters and estimates (Byrne 2013).

Poor model fits either correlate with an outer range of +1 to-1 or negative variances and
extremely large or small standardised errors. The values of standard errors reflect the precision
of the parameter estimated as a large value. An error term cannot be negative. Heywood case
suggesting that, more than 100% of the variance is illustrated in a variable or construct (Hair et
al. 2010, p.706). Heywood cases happen when the sample size is less than 300 respondents and

the construct has fewer than three items.

Construct validity requires the evaluation of the measurement of the relationships between
items and constructs. Standardized loadings above 0.50 are satisfactory (Janssens et al. 2008,
p.294), while values above 0.70 are ideal (Hair et al., 2010). High loading indicates a strong
relationship connecting the indicators to their associated constructs. The statistical significance
of every estimated coefficient should be tested and non-significance estimates must be
excluded. Moreover, the critical ratio (CR) test should be approved as the parameter estimate
is divided by its standard error and should be >1.96). SEM seeks to produce parameter values

while the residuals are negligible between the estimated and observed covariance matrix.

Many goodness-of-fit test findings are produced by AMOS. For example, when the chi-
square (x?) value is low it indicates a good fit because y? is very sensitive to sample size and
accomplishing satisfactory model fits is hard due to sampling size increases. Obtaining a
significant result of the 2 test is common. In the case of a sample of more than 200, the valid
model could be discarded by the researcher (Bagozzi 2010). Higher risk may happen when the

researcher accepts invalid models, based on the findings of a non-significant y? test of small
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sample sizes. Many alternative fit indices test the results of many goodness-of-fit tests. Some

of the most commonly used fit indices are discussed below.

6.9.1 Normed chi-square test (X2/DF)

To obtain more accurate results when the sample is more than 200, the normed Chi-
square test is used (Hoe, 2008). Normed chi-square examination calculated by dividing ¥ by

degrees of freedom and the output was presented in AMOS as CMIN/DF.

6.9.2 Root mean square error of approximation (RMSEA)

RMSEA measures the variation between the observed and estimated covariance matrices
per degree of freedom. The variance measurements signify how a good fit relies on both the
population and the sample. REMSEA attempts to adjust for the complexity of the model and

size of the sample by allowing for both in its calculations (Hair et al., 2010).

6.9.3 Comparative fit index (CFI)

The CFlI is an enhanced form of the normed fit index (NFI), which considers sample size
(Byrne, 1998) and achieves better performance with small size samples. CFl is used in all SEM
programs as it is least affected by sample size (Fan et al., 1999). The statistics range for this
index is varies between 0 and 1 and a value closer to 1.0 means a good fit. The cut-off criterion

of CFI is >0.90.

6.9.4 Tucker-lewis index (TLI)

The Tucker-Lewis index (TLI) is an example of an incremental fit index, which is a non-
normed fit index (NNFI). This index is better since it is affected by sample size. A high TLI
value means the model reflects better fit and the satisfactory value is more than 0.95 and the
value 0.97 is acceptable as the cut-off value in many studies, while TLI is non-normed not

required being between 0 and 1 (Schermelleh-Engel and Moosbrugger 2003).
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6.9.5 Root mean square residual (rmr) and standardized RMR (SRMR)

RMR and the SRMR are the square root of the variance among the residuals of the sample
covariance matrix and the hypothesized covariance model. The RMR is calculated based on the
scales of each indicator and is hard to interpret when the questionnaire includes 5-and 7-point
Likert scales (Kline, 2005). However, this can be solved by the SRMR which can give a more

meaningful understanding.

SRMR values range vary between 0 and 1 and values <0.05 indicate well-fitting models
(Diamantopoulos and Siguaw 2000) while values >0.08 are considered tolerable (Hu and
Bentler, 1999). A perfect fit model in SRMR is close to zero. SRMR is lower when a model

has a higher number of parameters and large sample sizes.

Absolute, incremental and parsimony are indices groups of goodness-of-fit statistics. The
incremental indices comparing with null or baseline models, whereas, absolute indices are not
comparing the hypothesized model with another model. Parsimony considers the models’ fit
based on their complexity, thus the parsimony fit indices provide information concerning which

model is best (Wilkins 2013).

Hair et al. (2010) recommend that researchers should use at least one absolute fit index
(x*/df, RMSEA) and one incremental fit index (NFI, CFI) in addition to %2 findings. Bentler
(1990) says that the CFI should be the index of elect over the normed fit index (NFI) incremental
fitindex. Hairs et al. (2010) recommended that applying one set of cut-off values either to whole
measurements or structural models is not realistic because there is no equivalent set of index
values able to differentiate good models from poor models. Although ¥? has several problems,
it is still worth reporting it and the degrees of freedom and associated with the p-value, (Kline,
2005; Hayduk et al., 2007). It has been suggested by Hu and Bentler (1999) that a two-index

presentation format like NNFI (TLI) and SRMR, RMSEA and SRMR, CFI and SRMR and
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supported by Kline (2005) to use the Chi-Square test, the The root mean square error of

approximation RMSEA, the CFI and the SRMR.

Using all indexes will produce confusion. McDonald and Ho (2002) conclude that CFl,
GFI, NFI and the NNFI are the best indices. However, there are no standard rules for fit
estimation and using several indices reflects a diverse model fit (Crowley and Fan 1997). This
study used 2, p-value, RMSEA, SRMR, CFI and TLI as they are insensitive to the sample size,
model misspecification and parameter estimates. The tolerable ranges and cut-off values are,

for chi-square (CMIN) the p-value > 0.05 (Bagozzi and Yi, 2012; Hair et. al., 2010).

CMIN/ DF with a range of 1 to 5 (Schumacker and LoMax, 2004; Ullman, 2001).
TLI with a range from 0 to 1 (Hu and Bentler, 1999); CFI1 > 0.9 (Bentler, 1995).

RMSEA < 0.1 (MacCallum, Browne, and Sugawara, 1996).

> > > >

RMR with a range from 0 to 1 with well-fitting models obtaining values less than 0.05

(Diamantopoulos and Siguaw, 2000).

6.10 Analysis of the empirical results and overall model fit

To analyse the overall model fit results the researcher used the following ranges and cut-off

values:

Chi-square (CMIN) the p-value > 0.05 (Bagozzi and Yi 2012; Hair et al. 2010)
CMIN/ DF with a range from 1 to 5 (Schumacker and Lomax 2004; Ullman 2001)
TLI with a range from 0 to 1 (Hu and Bentler 1999)

CFI > 0.9 (Bentler 1995) and RMSEA < 0.1 (MacCallum, Browne, and Sugawara 1996)

> > > > >

RMR with a range from 0 to 1 with well-fitting models obtaining values less than 0.05

(Diamantopoulos and Siguaw 2000). 0.057 is very close to 0.05.
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The results of the structural model fit indices for pay equity, trust in leadership and OC were

within the standards and demonstrate overall the model has a good fit. All details are presented

in Table 6.9.

Table 6.9: The Summary of measurement model fit indices

CMIN

CMIN/ DF

RMR

TLI

CFI

RMSEA

4216.232p-value .000

1.968

0.057

0.9

0.903

0.044

6.11 Structural model: hypotheses testing results

Since all measurements of the model have been achieved the reliability, convergent and

discriminant validity with over-identified. This accomplishment approved the measuring of all

latent construct were executed reliably and validly. Next, the researcher could identify the

structural model. The findings of model fit were satisfactory and led to the development of the

structural model. The structural model presents in the form of a diagram that signifies a set of

structural equations. The structural relationships between latent constructs are a conceptual

representation of a structural model. This kind of relationships can be empirically articulated

by the structural parameter estimate which is distinguished as a path estimate (Hair et al. 2010).

The measurement models indicate non-casual or co-relational relationships among

constructs, whereas the main goal of the structural model is to create casual relationships. A

structural model was generated (Fig. 6.3 & 6.3a) to test the hypotheses proposed in Chapter 3.
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Figure 6.3: Structural model with five main latent constructs showing all Hypothesized
relationships

| Zscore(FLoM9_WS_DJSTC)

Fsmre(Lo“SivsiTotTRU o=

| Zscore(FLoMI_WS_PQTY) sa

o )
==
- =7
L=
—y 3

|
| Fscore(F2_PQTY) Zscore(F4_AF_COMM)
55
Zscore(F13_NR_COMM) 3
Zscore(ToT_TRUST)
Zscore(F7_CN_CORMNM)
Zecaretr_ToT_Lana_o —

Zscore(F6_D.JUSTICE) | ( )

Figure 6. _3a: Structural model with five main latent constructs showing
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Table 6.10 Summary of structural model fit indices
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CMIN

CMIN/ DF

RMR

TLI | CFI

RMSEA

4216.232p-value .000

2.082

0.072

0.9 0.901

0.046

6.11.1 Determining the effect of pay equity on OC (H1)

This study was based on two literature models which reflect the relationship between pay

equity, trust and OC; the first relationship is presented in Table 6.11 and illustrated in Figure

6.4 and indicates a significant effect of pay equity on both affective commitment (p=0.000) and

normative commitment (p=0.002) but not with continuance commitment (p=0.507).

Direct Relationship between
Pay Equity with Organizational commitment

Zscore(F2_PQTY)

14

19

Zscore(F4_AF_COMM) ‘——.

A

29

02

Zscore(F13_NR_COMM) e

.00

09

Zscore(F7_CN_COMM) e

Fig. 6.4 Direct path between pay equity and O.C

Table 6.11 Regression Weights pay equity and organisational commitment

Estimate P
ZF13 NR_COMM | <- ZF2_PQTY 0.136 0.002
ZF9 CN_COMM | <- ZF2_PQTY -0.03 0.507
ZF4 AF_ COMM | <- ZF2_PQTY 0.283 il
ZF4 AF_ COMM |<- | ZF13_ NR_COMM 0.29 skl
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6.11.2 Testing direct relationship between trust and OC (H3):
The results as shown in table 6.16 and figures 6.12 and 6.13 confirm the
significance positive effect of affective and cognitive trust on both affective and

normative commitment, while the is there is no effect on continuance commitment.

Direct Relationship between
Affective trust with Organizational commitment

Zscore(F4_AF_COMM)

a5

Zscore(F13_NR_COMM)

1

Zscore(Fla_AF_TRUST)

Zscore(F7_CN_COMM)

Fig. 6.12 Direct relationship between affective trust and OC.

Direct Relationship between
Cognitive trust with Organizational commitment

Zscore(F4_AF_COMM)

o4

Zscore(F1b_CG_TRUST) —_—i Zscore(F13_NR_COMM)

Zscore(F7_CN_COMM)

Fig.6.13 Direct relationship between Cognitive trust and OC.

Table 6.16 Regression weights fr Direct relationship between trust and OC.

INDEPENDENT VARIABLE Baseline Comparisons

Affective Normative Continuance

Commitment | Commitment | Commitment | CMIN | IFI TLI CFI RMSEA
AF-TRUST *xk falaied .966 2.107 | .994 .960 .993 .047
CG-TRUST Fkx Fkk 971 2.191]1.994 |[.960 |.993 |.049
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6.11.3 Determining the mediating effect of distributive justice (H4)

The four steps to finding mediation by Baron and Kenny (1986) is a well-known approach.
It focuses on the regression equations connected to the independent variable, mediator variable
and dependent variable (Zhao, Lynch and Chen 2010). The causal variable is connected to the
output variable. This step is to determine that there is an influence that may be mediated. The
causal variable is connected to the mediator. This is the first point in the determination of the
mediation influence. The mediator relates the output variable. This is the second step in the
determination of the mediation effect. The causal variable is no longer related to the outcome
variable. This step shows the mediation effect findings. The relationship is not significant after
the mediator is controlled. When the mediation influence transmits through the mediator is
taken into account, the relationship between the causal and outcome variables in step No.1
disappears. The first three steps point to partial mediation whereas complying with all four steps

indicates full mediation (Zhao, Lynch and Chen, 2010).

The SEM technique has replaced the traditional technique to examine mediation between
the constructs. To test both direct and indirect influence between the constructs for a relatively
small sample size, bootstrapping was confirmed (Zhang and Wang, 2008). Bootstrapping is
considered to be fit due to its capability in mediation analysis of complex latent constructs
(Shrout and Bolger, 2002). The findings of mediation were founded on the extraction of 2,000
bootstrap and bias-corrected confidence intervals with a 95% guarantee that the mediation is

significant among the respective constructs.

In this study, the second path contains distributive justice as a mediator between trust and
OC. This had been raised for examining mediation to understand the mechanism through which
the causal variable influences the output variable. Examining the mediating effect of
distributive justice on the relationship between the trust in leadership and OC is explained in

table 6.12
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Table 6.12 Mediating effect of distributive Justice
Affective Trust Estimate S.E. C.R. P

ZF6_D.JUSTICE | <- ZFla AF_TRUST 0.514 0.038 13513 | ***
ZF3_AF_COMM | <- ZF6_D.JUSTICE 0.283 0.046 6.128 xk Partial
ZF3_AF_COMM | <- ZFla AF TRUST 0.276 0.046 6.004 ok
ZF6_D.JUSTICE | <- ZFla AF_TRUST 0.514 0.038 13513 | ***
ZF13_NR_COMM | <- ZF6_D.JUSTICE 0.15 0.05 2.993 0.003 Partial
ZF13_NR_COMM | <- ZFla AF_TRUST 0.207 0.05 4.162 ool
ZF6_DJUSTICE | <- ZFla_AF_TRUST 0.514 0.038 13513 | ***
ZF9_CN_COMM | <- ZF6_D.JUSTICE -0.063 0.053 -1.185 0.236 N/A
ZF9 CN_COMM | <- ZFla_AF_TRUST 0.03 0.053 0.575 0.565
Cognitive Trust Estimate S.E. C.R. P
ZF6_D.JUSTICE | <- ZF1b_CG_TRUST 0.454 0.04 11442 | ***
ZF3_AF_COMM | <- ZF6_D.JUSTICE 0.273 0.043 6.275 Fxk Partial
ZF3_AF_COMM | <- ZF1b_CG_TRUST 0.338 0.043 7.777 ok
ZF6_D.JUSTICE | <- ZF1b_CG_TRUST 0.454 0.04 11442 | ***
ZF13_NR_COMM | <- ZF6_D.JUSTICE 0.187 0.048 3.861 R Partial
ZF13_NR_COMM | <- ZF1b_CG_TRUST 0.154 0.048 3.186 0.001
ZF6_D.JUSTICE | <- ZF1b_CG_TRUST 0.454 0.04 11442 | ***
ZF9_CN_COMM | <- ZF6_D.JUSTICE -0.058 0.051 -1.145 0.252 N/A
ZF9_CN_COMM | <- ZF1b_CG_TRUST 0.025 0.051 0.488 0.626

T

The findings show that the mediation analysis is achieved in the first three steps detailed

by Baron and Kenny (1986). The results indicate that distributive justice had a mediating effect
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on the relationship between trust in leadership and OC (see Table 6.12). Distributive justice

showed a partial mediating effect on both relationships’ affective and cognitive trust with both

affective and normative commitment, but not shows on the relationship between affective,

cognitive trust with_continuance commitment.

Mediating Effectof D.Justice on the relationship between:
Affective Trust & Affective Commitment

@
27

A 4
Zscore(F6_D.JUSTICE)

23

Zscore(F4_AF_COMM) |

[Zscore(F1a_AF_TRUSTD 27

6.5 mediating effect of D.Justice between affective trust and affective commitment

Mediating Effectofr D.Justice on the relationship between:
Affective Trust & Normative Commitment

27

Zscore(F6_D.JUSTICE)

10

[Zscore(F1a_aF_TRUST)| 21 {Zscore (F13_NR_COMM)|

Fig. 6.6 mediating effect of D.Justice between affective trust and normative

commitment
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Mediating Effectof D.Justice on the relationship between:
Affective Trust & Continuance Commitment

27

Zscore(F6_D.JUSTICE)

00

03 | Zscore(F7_cN_comm) |

[Zscore(F1a_AF_TRUST)|

Fig. 6.7 mediating effect of D.Justice between affective trust and continuance

commitment

Mediating Effectof D.Justice on the relationship between:
Cognitive Trust & Affective Commitment

&

L 21
Zscore(F6_|

y
D.JUSTICE)

£

Zscore(F4_AF_COMM) |

IZBCDI’B(F1 b_CG_TRUST) 23

Fig. 6.8 mediating effect of D.Justice between Cognitive trust and affective

NMediating Effecrofr D.Jusitice o the relationship berweern:
Cognitive Trust & Normative Comunitment
e
Zscare(F6_D.JUSTICE)
on
[Zscore(Fib_co_TRUST) Zscore (Fis_NR_commy|

Fig. 6.9 mediating effect of D.Justice between Cognitive trust and normative

commitment
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Mediating Effectof D.Justice on the relationship between:
ognitive Trust & Continuance Commitment

X
Zscore(F6_D. JUSTICE)
as
[ZsceoreFib_ca_TrRuUusT)] o=

oo
Zscore (F7_CN_comMmM) |

Fig. 6.10 mediating effect of D.Justice between Cognitive trust and continuance

commitment.

6.11.4 Moderating effect of LoM

Questions over the differences between mediator and moderator are obvious in counselling
psychology research and other areas of psychology (Baron and Kenny, 1986; Holmbeck, 1997;
James and Brett, 1984). A moderation influence is a causal model that postulates ‘when’ or ‘for
whom’ an independent variable causes a dependent variable (Baron and Kenny, 1986; Frazier
et al., 2004; Kraemer et al., 2002). Mediation is a causal model (Rose et al., 2004; Wengener
and Fabrigar, 2000) that illustrates the process of why and how cause-and-effect happens
(Baron and Kenny 1986; Frazier et al. 2004). Thus, the mediation analysis tries to ‘identify the
intermediary process that guide from the independent to the dependent variable’ (Muller et al.,

2005, p.852).

Moderators are often used to examine unexpectedly weak relationships between a predictor
and outcome (Baron and Kenny, 1986; Chaplin, 1991); yield contributes to the low power of
many tests of interactions. A moderator is a variable used to alter the strength of the relationship
between a predictor and an outcome (Baron and Kenny, 1986; Holmbeck, 1997; James and
Brett, 1984). It represents an interaction effect only which explains the effect of one variable

based on the level of another. A mediator is a variable which explains the relationship between
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a predictor and an outcome (Baron and Kenny, 1986; Holmbeck, 1997; James and Brett, 1984).
It is a third variable that connects a cause and an effect, while the moderator is a third variable
that adjusts the causal effect. The mediator is essential to achieving the outcomes and its part
of the relationship while a moderator strengthens the relationship but is not part of the
relationship. A moderator or a mediator could affect the same variable depending on the
research question and theory being tested. However, moderators should rely on a theory

explaining why the intervention effect for some people is more effective than for others.

Several authors (Aguinis, 1995; Aiken and West, 1991; Baron and Kenny, 1986;
Busemeyer and Jones, 1983; Holmbeck, 1997; Jaccard et al., 1990) have encouraged the use of
SEM as a way to control for unreliability in measurement. SEM can be used to examine
interactions involving both categorical and continuous variables. The measurement of the
moderator can be on a continuous scale such as the value of self-confidence, or a categorical
scale such as age or gender (West et al. 1996). In a categorical variable, a two-way factorial
ANOVA is the appropriate statistical technique and the moderation influence can be indicated

by a significant interaction effect (Baron and Kenny 1986).

The moderation model can be written as a multiple regression such that Y % i p aX p bMo
b coX Mob d4P; where i is the regression intercept: a: is the partial regression coefficient for
the focal independent variable X, b: is the partial regression coefficient for the moderator and
c: is the partial regression coefficient for the product term X*Mo, which is the moderation

effect.

Figure 6.11 Baron and Kenny (1986) illustrates a statistical path diagram in this diagram, the
dependent variable Y is predicted by three variables: X, Mo and X*Mo. Moderation is indicated
by the significant effect of the product term X*Mo while X and Mo are controlled. The effect

of X*Mo represents the unique synergistic effect of the two variables working together, over
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and above their separate effects. Thus, two variables in Fig. 6.11 Statistical path diagram for

moderation effect. X, MO, X*MO=Y

/
XK*FMO

Fig. 6.11 Statistical path diagram for moderation effect (Kenny, 1986)

X and Mo are said to interact in accounting for the variance in Y that is, over and above their
separate effects, they have a joint effect. Moderation effects are best detected when the causal

effect is substantial (Chaplin 1991; Frazier et al. 2004; Jaccard et al. 1990).

6.11.5 Moderating effect of LoM components

LoM represent reflects one’s wants (Tang, Luna-Arocas, and Sautarso, 2004), it consists
of three main components — affective (rich, evil), behavioural (budget, motivation) and
behavioural (equity, success, important), the LoM represent the overall score of all components
(Tang, Luna-Arocas, and Sautarso, 2004), — in addition to ‘decisions’ and ‘relations’ which

were added by the researcher to examine employees’ stay or leave decision.
The results shown in Table 6.13 indicated that:

Rich has an effect on the relationship between pay equity and continuance commitment
(p=0.019), distributive justice and affective commitment (p=0.045) and between trust in

leadership with affective commitment (p=0.025).

1 Evil has an effect of on the relationships between distributive justice and both affective
commitment (p=0.012) and continuance commitment (p=0.029) and on the relationship

between trust in leadership and continuance commitment (p=0.016).
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1 Budget affects the relationship between pay equity, distributive justice and trust in
leadership with continuance commitment (p=0.008, 0.055, 0.029 respectively) and a significant

effect on distributive justice and normative commitment.

1  Motive affects only on the relationships between pay equity and distributive justice with

continuance commitment (p=0.029, 0.000, respectively).

1 Equity affects the relationship between normative commitment and pay equity (p=0.034)
and a significant effect on the relationship between continuance commitment with distributive

justice (p=0.011).

1 Success affects the relationship between continuance commitment and distributive justice

only (P=.037).
1  Importance did not show any moderating effect on any relationships.

1 Decisions have a significant effect on continuance commitment with pay equity and
distributive justice (p=0.048, 0.008 respectively) and a significant effect on the relationship

between normative commitment and trust in leadership (p=0.033).

1 Relationships affects the relations between pay equity and affective and continuance
commitment (p=0.024, 0.015 respectively) and a significant effect on the relationship between
affective commitment and distributive justice (p-.005), but it did not indicate any moderating

effect on the relationships between trust and all types of OC.

Table 6.13 The effect of love of money components on pay equity, trust, and distributive justice

PAY EQUITY D.JUSTICE Trust in leader

AF- NR- CN- AF- NR- CN- AF- NR- CN-
No. | Components CONSTRUCT | COMM | COMM | COMM | COMM | COMM | COMM | COMM | COMM | COMM
1 a-Affective RICH 0.518 |0.814 |0.019 |0.045 |0.531 |0.122 | 0.025 | 0.652 | 0.783
2 EVIL 0.313 | 0.627 |0.154 | 0.012 | 0.944 | 0.029 | 0.287 | 0.246 | 0.016
3 b-Behavioural | BUDGET 0.167 |0.804 |0.008 | 0.231 | 0.003 | 0.055 | 0.986 | 0.105 | 0.029
4 MOTIV 0.081 |0.944 |0.029 |0.683 |0.25 |*** 0.304 | 0.678 | 0.084
5 c-Cognitive EQUITY 0404 ]0.034 |0.287 |0.739 |0.173 |0.011 | 0.127 | 0.737 | 0.169
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13.1ESTIN

6 SUCCESS 0989 |071 0.081 |[0.619 |0.764 | 0.037 | 0.774 | 0.501 | 0.075
7 IMPORTANT | 0.405 | 0.176 | 0.097 | 0.12 0.179 | 0.81 | 0.227 | 0.843 | 0.97

8 DECISIONS 0.277 0815 |0.048 |0.562 |0.514 | 0.008 | 0.254 | 0.033 | 0.682
9 RELATIONS | 0.024 |0.397 | 0.015 | 0.005 | 0.656 | 0.389 | 0.607 | 0.336 | 0.236

6.11.6 Testing moderating effect between trust and OC (without mediator)

To gain more information on the moderating effect of LoM on this relationship, the
researcher studied the direct moderating effect of LoM between trust in leadership and OC and
between the mediator ‘distributive justice’ and OC. The findings in Table 6.14 did not indicate
any significant effect on these relationships; affective trust with OC, cognitive trust with OC,

and total trust (affective and cognitive) with OC.

Table 6.14 The Moderating effect of love of money on the direct relationship between trust in leader
and O.C. (without mediator ‘Distributive Justice’)

Affective Cognitive Trust Total Trust

Components | AF- NR- CN- AF- NR- CN- AF- NR- CN-
COMM COMM COMM COMM COMM COMM COMM COMM COMM

Tot.LoM 0.179 | 0.643 0.086 | 0.053 | 0.722 0.086 | 0.075 | 0.702 0.078

6.11.7 Testing moderating effect (H2 & H5)

H2: LoM moderates the relationship between pay equity and OC: The results in Table 6.15 that
LoM has a significant moderating effect on the relationships between pay equity and both
affective and continuance commitment (p=0.031, 0.000 respectively), but not the relationship

between pay equity and normative commitment (p=0.695).

H5: LoM moderates the relationship between Trust and OC: The findings in Table 6.15 show
that LoM has a significant moderating effect of the relationship between distributive justice and
both affective and continuance commitment (p=0.047, 0.000 respectively) but no effect on the

relationship between distributive justice and normative commitment (p=0.2).
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Table 6.15 moderating effect on path 1 (H2), path 2 (H5)

INDEPENDENT VARIABLE

Baseline Comparisons

Affective Normative Continuance

Commitment | Commitment | Commitment | CMIN | IFI TLI CFI RMSEA
P1:P.EQUITY
(H2) 0.031 0.695 elaied 2.576 [ 0.999 | 0.989 | 0.999 | 0.056
P2:D.JUSTICE
(H5) 0.047 0.2 Fkx 1992 |1 0.993 (1 0.044

6.12 Control variables

It would be helpful to integrate a control variable into this study which may affect pay

equity, trust in leadership and OC. The effect of control variables is important, particularly as

the main concern of this study is to find the moderating effect of LoM on employees’

relationship in the workplace.

6.12.1 T-test for gender

The independent samples t-test for of total LoM was satisfied with the assumption of

homogeneity of variance was tested through Levine’s F test (F=0.092, p=0.762), and the tets of

equality was significant (t=2.480, p=0.013). Thus, we reject the null hypothesis and confirm

that the male sample had a statistically significantly larger mean LoM value. The male group

(N=258) was more associated with LoM (M=0.115, SD=0.9607) by comparison with the

Female group (N=247, M=0.0967, SD=0.9613).

For more details concerning LoM components, the homogeneity of variance was tested

through Levine’s F test t-tests for all components as shown in Table 6.16 show that all LoM

components satisfied with homogeneity test except evil (F=.4.28, P=.039) and equity (F=5.923,
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P=.015). However, the test o equality means was satisfied for three components only — rich,
success and relations — have a homogeneity of variance tested and satisfied through Levine’s F
test (F=0.97, 0.164, 0.323 and p=0.325, 0.685, 0.570, respectively). The independent samples
t-test was associated with a statistically significant effect (t=2.75, 2.144, 4.726 and p=0.006,
0.033, 0.000 respectively). Thus, we reject the null hypothesis and confirm that the male sample
was associated with a statistically significantly larger mean for rich, success, and relations
components which was larger for male (3.88, 3.2, and 2.92) respectively, while other LoM

components do not have significant differences see table 6.17.

Table 6.16 Independent Samples Test Gender
Levine’s Test for | Test of equality
Equality of
Variances
Sig. (2-
F Sig T Df tailed)
FTOT LoM 9 |-0:092 0.762 | 248 [ 503 0.013
- 248 | 502.013 | 0.013
0.97 0325 | 275 | 503 0.006
F10_LoM_RCH 2.746 | 497.035 | 0.006
F12 LoM EVL 428 0.039 | -0.896 | 503 0.371
- -0.893 | 486.289 | 0.372
0.086 077 | 004 503 0.968
F11 LoM_BDGT 0.04 | 502.033 | 0.968
F7 LoM MTV  |-0:42 0517 | -0.293 | 503 0.77
- -0.294 | 501.979 | 0.769
F3 LoM DCN  |-2:985 0.086 | 1.084 | 503 0.279
- 1.082 | 491.139 | 0.28
5 LM vp 1091t 034 |0.242 | 503 0.809
- 0.242 | 491.134 | 0.809
0.164 0.685 | 2.144 | 503 0.033
F14_LoM_SCS 2.144 | 501443 | 0.033
F15 Lom OTY 2923 0.015 | 1.041 [ 503 0.298
- 1.044 | 498.618 | 0.297
F8 LoM RLT 10323 057 | 4726 | 503 0.000
- 4.726 | 501.856 | 0.000

Table 6.17 T-test Gender Group Statistics

GENDER N Mean Std. Deviation
F TOT LoM 9 Male 258 1153471 .96071387
Female 247 | -.0967847 96135959
F10 LoM_RCH Male 258 | 3.88888889 829975943
Female 247 | 3.67881242 .886685633
F12 LoM EVL Male 258 | 3.05426357 722728052
Female 247 | 3.11639676 .833961779
F11 LoM_BDGT Male 258 | 3.76259690 689051567
Female 247 | 3.76012146 689201542
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F7_LoM_MTV Male 258 | 3.62273902 946360672
Female 247 | 3.64642375 865918238
F3_LoM_DCN Male 258 | 3.53811370 682489574
Female 247 | 3.46828610 763766806
F5_LoM_IMP Male 258 | 4.09560724 640462704
Female 247 | 4.08097166 716758077
F14 LoM SCS Male 258 | 3.20930233 1.069014737
Female 247 | 3.00404858 1.081995956
F15 LoM QTY Male 258 | 3.60658915 829464218
Female 247 | 3.53441296 722623635
F8 LoM RLT Male 258 | 2.92732558 802355129
Female 247 | 2.58906883 805634340

6.12.2 T test for sector

Table 6.18 shown the independent samples t-test for of total LoM was satisfied with the

assumption of homogeneity of variance was tested through Levine’s F test (F=0.011, p=0.918),

but the tets of equality was not significant (t=1.863, p=0.063). Thus, we accept the null

hypothesis and confirm that the sample doesn’t statistically significantly differenceis mean

LoM value.

Table 6.18 Independent sample-test sector.

Levene's Test for | Test of equality of means
Equality of
Variances
Sig.
F Sig. T df (2-tailed)
0.011 | 0.918 1.863 503 0.063
F TOT LoM 1.924 177.51 0.056
10.82 | 0.001 2.156 503 0.032
F10_LoM RCH 2.541 | 222.576 0.012
0.785 [ 0.376 1.901 503 0.058
F12_LoM_EVL 1.925 | 172.692 0.056
0.067 | 0.796 -0.588 503 0.557
F11_LoM_BDGT -0.601 | 175.174 0.549
0.179 | 0.672 0.457 503 0.648
F7_LoM_MTV 0.446 | 164.107 0.656
0.218 | 0.641 -0.014 503 0.989
F3 LoM_DCN -0.014 | 165.366 0.989
0.004 [ 0.952 1.836 503 0.067
F5_LoM_IMP 1.943 | 184.204 0.054
0.285 [ 0.594 1.03 503 0.304
F14 _LoM_SCS 1.05 | 174.427 0.295
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0.968 | 0.326 0.32 503 0.749
F15 LoM QTY 0.316 | 166.636 0.753
2.193 | 0.139 1.618 503 0.106
F8 LoM RLT 1.558 | 161.659 0.121
Table 6.19 T-test sector Group statistics
Sector N Mean Std. Deviation
(F_TOT_LoM_9) Public 108 1647821 .92188564
Private 397 -.0300824 .97452133
F10_LoM_RCH Public 108 3.94444444 | 675179296
Private 397 3.74307305 | .904245669
F12_LoM_EVL Public 108 3.21064815 | .763631600
Private 397 3.05037783 | .780511428
F11_LoM_BDGT Public 108 3.72685185 | .667623275
Private 397 3.77078086 | .694524141
F7_LoM_MTV Public 108 3.66975309 | .940046364
Private 397 3.62468514 | .898886762
F3_LoM_DCN Public 108 3.50308642 | .743955037
Private 397 3.50419815 | .718802515
F5_LoM_IMP Public 108 4.19444444 | .625064898
Private 397 4.05961377 | .689894644
F14 LoM_SCS Public 108 3.20370370 | 1.050227027
Private 397 3.08312343 | 1.086832260
F15_LoM_QTY Public 108 3.59259259 | .794690759
Private 397 3.56549118 | .775732351
F8_LOM_RLT Public 108 2.87500000 | .862307814
Private 397 2.73110831 | .807529767

6.13 Cotrol variables -ANOVA test

To test the influence of the demographic variables marital status, current experience, total

experience, age, income and education level on LoM, an ANOVA test was conducted (see

Table 6.20). Only total experience, income, age, and nationality had a significant difference

associated with LoM level, while marital status, current experience, and education were not

significant p=.638, .195, .586 respectively.

Table 6.20 ANOVA Summary

Total Love of Money

Sum of Mean
Squares df Square F Sig.
1 Marital Status | Between Groups 2.375 4 0.594 0.635 0.638
Within Groups 467.863 500 0.936
Total 470.238 504
2 E)‘:;giir;tme Between Groups 5.648 4 1.412 1.52 0.195
Within Groups 464.591 500 0.929
Total 470.238 504
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3 Education Between Groups 3.513 5 0.703 0.751 0.586
Within Groups 466.726 499 0.935
Total 470.238 504
4 | Total Between Groups | 19.021 4 4755 | 5260 | 0.000
Experience
Within Groups 451.217 500 0.902
Total 470.238 504
5 | Monthly Between Groups | 18.206 8 2276 | 2497 | 0012
Income
Within Groups 452.033 496 0.911
Total 470.238 504
6 Age Between Groups 17.123 5 3.425 3.771 0.002
Within Groups 453.115 499 0.908
Total 470.238 504
7 Nationality Between Groups 42.024 7 6.003 6.968 0.000
Within Groups 428.214 497 0.862
Total 470.238 504

For variables that had a significant ANOVA test the Homogeneity of variance test

conducted all variables as shown in table 6.21 had unequal variance except total yeras of

experience = .361 while age, nationality, and income was unequal .036, .003, and .032

respectively. Therefore we continued with post hoc or multiple comparisons for total years of

experience with Tukey test while we used nonparametric test Kruskal-wallis test for age,

income and nationality.

Total love of money

Table 6.21 Test of Homogeneity of Variances

Levene
no. | Variable Statistic dfl df2 Sig.
1 | Total years of experience 1.090 4 500 361
2 | Age 2.407 5 499 .036
3 | Income 2.121 8 496 .032
4 | Nationality 3.104 7 497 .003

6.13.1 ANOVA tets for total years of experience:

The descriptive statistics associated with LoM across total years of experience groups are

shown in Table 6.22. The 6-10 year group had the smallest mean of the level of LoM

(M=0.8575) and 11-15 was associated with the highest (M=0.30609). To test the hypothesis

that total years of experience for employees affected the level of LoM, between-groups
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ANOVA was performed. Before conducting the ANOVA, the assumption of normality was

determined to be satisfied as the five groups distributions were associated with skew <2.0 and

kurtosis < 9.0.

Table 6.22 ANOVA TOTAL LoM Vs. Total years of experience
N MEAN SD df F Sig.
Between Groups 4
Within Groups 500
Less than 1 Year 10 0.296534 0.839233
2-5 Years 91 0.041327 0.851883
6-10 Years 136 -0.02085 0.857589
11-15 Years 115 0.306094 0.952132
Above 16 Years 153 -0.21724 1.078895
Total 505 0.011592 0.965926 5.269 0

The ANOVA vyielded a statistically significant effect (F=5.269, p=0.000). To evaluate the

differences between the 5 means further, the Tukey test showed that the difference between

total years of experience was significant between 2-5 year, with 11-15 and above 16 years

p=0.048 and 0.04 respectively.

Table 6.23 shows the reason for the significant differences in LoM associated with the total

years of experience.

Table 6.23 ANOVA; Multiple Comparisons

Dependent Variable: Love of Money; Post Hoc: Tukey

Total work experience Mean Diff. | Std. Error Sig.
Less than 1 Year 2-5 Years 0.2552076 | 0.31648101 0.42
6-10 Years 0.31738088 | 0.31125378 0.308
11-15 Years -0.00955972 | 0.31319423 0.976
Above 16 Years 0.51377659 | 0.31006715 0.098
2-5 Years Less than 1 Year -0.2552076 | 0.31648101 0.42
6-10 Years 0.06217328 | 0.12865612 0.629
11-15 Years -.26476731" | 0.13328205 0.048
Above 16 Years .25856900" | 0.12575816 0.04
6-10 Years Less than 1 Year -0.31738088 | 0.31125378 0.308
2-5 Years -0.06217328 | 0.12865612 0.629
11-15 Years -.32694060" | 0.12034447 0.007
Above 16 Years 0.19639571 | 0.11195446 0.08
11-15 Years Less than 1 Year 0.00955972 | 0.31319423 0.976
2-5 Years .26476731" | 0.13328205 0.048
6-10 Years .32694060" | 0.12034447 0.007
Above 16 Years .52333631" | 0.11724125 0
Above 16 Years Less than 1 Year -0.51377659 | 0.31006715 0.098
2-5 Years -.25856900" | 0.12575816 0.04
6-10 Years -0.19639571 | 0.11195446 0.08
11-15 Years -.52333631" | 0.11724125 0
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| *. The mean difference is significant at the 0.05 level.

6.13.2 Non parametric test (Age, income, and nationality)

1-Age: A kruskal-Wallis H test showed that there was a statistically significant difference in the
level of love of money score with different age groups x"2 (2) = 22.716,p=0.00 (see table 6.24)
with mean rank LoM score as mentioned in table 6.25 the highest rank was for age 65-74 with
305age 25-34 with 237.54 while age 45-55 with 232.01 at the end the lowest age 55-64

with177.38.

2-Total years of experience: A kruskal-Wallis H test showed that there was a statistically
significant difference in the level of love of money score with different monthly income (AED)
groups x"2 (2)= 17.468, p=0.026 (see table 6.24) with mean rank LoM score as mentioned in
table 6.25 the highest rank was for monthly income for 31,000-35,000 and 16,000-20,000 with

308.43 and 306.58 respectively, while the lowest was 26,000-30,000 with 198.84.

Table 6.24 a. Kruskal Wallis Test Statistics

Grouping variable Total love of money
Chi-Square 22.716
Age Df 5
Asymp. Sig. 0.000
Chi-Square 17.468
Monthly income Df 8
Asymp. Sig. .026
Nationality Chi-Square 45.719
Df 7
Asymp. Sig. 0.000

3-Nationality: A kruskal-Wallis H test showed that there was a statistically significant difference
in the level of love of money score with different nationality groups x"2 (2)=45.719,p=0.00 (see

table 6.24) with mean rank LoM score as mentioned in table 6.25 the

highest rank of Nationality was for UAE & GCC and Arabs with 293.73, 285.79 respectively.

While the lowest was for European and Canadian 178.23, 123.81 respectively, while Africans,

north Africans, South Africans, and Asians was 278.22, 276.72,233.63, and 223.34 respectively.
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Table 6.25 Kruskal-Wallis Test - Ranks Total love of money

Group N Mean Rank
1-Age 18-24 Year 40 333.73
25-34 Year 177 237.54
35-44 Year 178 267.61
45-54 Year 91 232.01
55-64 Year 17 177.38
65-74 Year 2 305
Total 505
2-Monthly income Less than AED 5000 110 253.85
AED 6,000-10,000 128 238.39
AED 11,000-15,000 104 239.41
AED 16,000-20,000 58 306.58
AED 21,000-25,000 28 275.82
AED 26,000-30,000 19 198.84
AED 31,000-35,000 14 308.43
AED 36,000-40,000 13 294.62
More than AED 41,000 31 225.76
Total 505
3-Nationality UAE & GCC 79 293.73
ARABS (ME) 154 285.79
ASIANS 132 223.34
AFRICANS 16 278.22
EUROPEANS 45 178.23
SOUTH AFRICA 19 233.63
US & CANADA 16 123.81
NORTH AFRICA 44 276.72
Total 505

In order to findout the differences between groups we conducted Mann-Whitney U test

The results as summarised in table 6.26 for variables age, income, and nationality. Concerning

age there was significant differences between 18-24 years with all groups except group 65-74,

in addition to significant differences between 35-44 & 55-64. In the otherhand income variables

showed that there was ssignifcant differences mostly fall in group 16000-20000 with other

groups. Concerning nationality there were many significant differences among the groups

specifically Europeans and Us & Canadians.
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Table 6.26 Mann -Whitney U test -Love of money

Variable Group comparisons Asymp. Sig. (2-tailed)
Age 18-24 Vs. 25-34 Year 0.000
18-24 Vs.35-44 0.015
18-24 Vs. 45-54 0.000
18-24 Vs. 55-64 0.000
35-44 Vs. 55-64 0.018
IncomeAED Less than 5,000 Vs. 16,000-20,000 0.021
6,000-10,000 Vs. 16,000-20,000 0.002
11,000-15,000 Vs. 16,0000-20,000 0.009
16,000-20,000 Vs. 26,000-30,000 0.009
26,000-30,000 Vs. 31,000- 35,000 0.042
Nationality UAE Vs. Asians 0.002
UAE Vs. Europeans 0.000
UAE Vs. Us. & Canadians 0.000
Arabs Vs. Asians 0.000
Arabs Vs. Europeans 0.000
Arabs Vs.Us. & Canadians 0.000
Asians Vs. Europeans 0.044
Asians Vs. Us. &Canadians 0.007
Asians Vs. Nourth Africa 0.000
Africans Vs. Europeans 0.020
Africans Vs. Us. & Canadians 0.002
Europeans Vs. Nourth Africa 0.001
Us.&Canada Vs. Nourth Africa 0.000
6.15
Summary

In this chapter, the measurement and structural model with fifteen latent constructs were
described and the results presented. The relationship between pay equity and OC was tested
and indicated a significant effect of pay equity on both affective and normative commitment
but no effect on continuance commitment. The mediating effect of distributive justice and the
relationship between trust in leadership and OC indicated partial mediating on both affective
and cognitive trust with both affective and normative commitment, but not between trust in

leadership (affective, cognitive) and continuance commitment.

The moderating effect of the LoM component on the relationships of pay equity, trust in
leadership and OC were examined and the results indicated the effects of the components were
varied. The moderating effects of LoM were tested on both paths and the results indicated that
LoM moderates relationships between pay equity and trust in leadership with both affective and

continuance OC, while there was no effect on the relationship between pay equity, trust in
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leadership with normative commitment. Finally, control variables were examined and indicated
that male respondents and those from the public sector had higher levels of LoM, whereas, age,
total years of experience, monthly income and nationality indicated significant differences
between these groups, while current experience, educational level and marital status had no
effect. However, monthly income groups, total years of experience, age, and nationality

obtained significant differences.
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Chapter 7.  Discussion

This chapter presents a discussion of each hypothesis and the findings of the study.

The contradictory findings of pay equity’s effects on OC and the lack of studies into trust
in leadership that focused on the characteristics of the individual lead to a mystery about the
key factor, OC. Reviewing the findings from the literature enabled the researcher to observe
the research gap and frame the research questions. The existing literature led the researcher to
examine these relationships by combining LoM as a moderator. In this study, we crafted a
theoretical model and investigated the moderating effect of LoM on the relationships between
pay equity and trust in leadership with OC (affective, normative and continuance). To my
knowledge, there is no study which examines the moderating effect of LoM on the relationships
of trust and pay equity with OC. This study also combined the role of LoM affecting
individuals’ decisions and relationships to find its effect on employees’ risky decisions and how

it affects OC, specifically continuance commitment.

Previous studies have confirmed the positive relationship between pay equity and trust in
leadership with OC, and the mediating effect of distributive justice in the relationship between
trust in leadership and OC. However, this study examined the moderating role of LoM on these
relationships. The results indicate a significant moderating effect of LoM on the relationship
between pay equity and OC (affective and continuance) but not with normative commitment.
Similar results were found in the second path which represents the relationship between trust in

leadership and OC.

7.1 Discussion H2: LoM moderates the relationship between pay equity and OC
The results indicated that LoM had a significant moderating effect on the relationship
between pay equity and OC (affective and continuance), while there is no moderating effect on

the relationship with normative commitment.
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The findings confirmed the perceptions of both equity and trust in leadership as useful
predictors of OC. Pay equity has a significant effect on OC. This is consistent with previous
studies including Adams (1963) Theory, Rhodes and Steers (1981) and Day (2012). Buttner
and Lowe (2016) found perceived pay equity directly affects OC. Underpaid employees with
distress, including deprivation and the feeling of being cheated, have lower OC (Adams, 1965).
Perry (1993) found an effect of both overpayment and underpayment on job satisfaction.
Khalifa and Truong (2011) reported that the perception of internal pay equity is more important
than external perceived pay equity in predicting OC. Conversely, Johnson and Johnson (1991)
did not find a relationship between perceived pay equity and OC. High LoM indivisuals will
have significantly higher amount of increase in py satisfaction than Low LoM individuals

(Tang, Luna-Arocas, and Sutarso, 2004).

In this study, the findings of a direct relationship indicate a significant effect of pay equity
on affective and normative commitment, but not on continuance commitment (p=0.507) and
find the effect of LoM of employees’ decision to stay or leave influenced OC, specifically
continuance commitment. This finding illustrates the contradictory findings of pay equity’s
effects on OC. This study explained the importance of combining LoM into pay equity and
reveals the mystery concerning employees’ differences deciding against unfairness in the

workplace, yield to change employees’ state of OC.

One of the main contributions of this study is to find the moderating effect of LoM on
previous relationships with pay equity and OC. The findings indicate significant a moderating
effect of LoM on the relationship between pay equity and affective commitment (p=0.031) and
continuance commitment (p=0.000), unlike normative commitment (p=0.695). This supports
the notion that people’s attitudes towards money are associated with many work-related
variables and a significant association with several organisation outcomes like turnover (Li-

Ping Tang and Kim, 1995). A large discrepancy in pay equity leads to higher pay dissatisfaction
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(Heneman and Judge, 2000). Pay comparison relies on a combination of income, LoM, culture

and pay equity comparisons (Arocas and Tang, 2014).

LoM did not affect pay equity and normative commitment. Normative commitment relies
on the accumulated investment of employees in the organisation which creates kind liabilities
toward the organisation this investment is not easy to be scarified. However, the employee
remains with the organisation because the only choice they have is to do so and they are affected
by the sacrifices of quitting (Meyer and Allen, 1990). This cost represents the value which may
affect employee behaviour and the stay or leave decision; the investment has a value which will
affect decision-making and let them hesitate and be under pressure to be more patient and
cautious to avoid any loss in their investment. However, the results didn’t indicate any effect in

the relationship between pay equity and normative commitment.

7.2 Discussion H5: LoM moderates the relationship between trust and OC

This study tested the mediating effect of distributive justice which indicated a partial effect
on the relationship between both affective and cognitive trust with affective and normative
commitment, while it did not mediate the continuance commitment. It found that distributive
justice mediates the relationship between trust in leadership and affective and continuance
commitment. The results are consistent with previous studies such as Low and Vodanovich
(1995) who concluded that distributive justice is a better predictor for OC than procedural
justice. Fairness plays an essential mediating role in the relationship between leaders and trust
(Korsgaard et al., 2005). Overall justice is a mediator of leader to job satisfaction (Maye et al.,
2008). Distributive justice is related to many of employee outcomes like pay satisfaction, OC
and satisfaction (Folger and Knovsky, 1989; Martin and Bennet, 1996; McFarlin and Sweeny,

1992).

One of the main contributions of this study has been to find the moderating effect of LoM

on the previous relationships’ trust in leadership and OC. The finds indicate a significant
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moderating effect of LoM on the relationship between trust in leadership and affective
commitment (p=0.047) and continuance commitment (p=0.000) but not normative commitment
(p=0.200), which could be because affective trust relies on leader personality more than
interrelationship with employees, and total trust will represent the sum of both affective and
cognitive trust. Therefore, the higher ratio of the affective trust influence is more than cognitive
trust’s influence. Employees with normative commitment also have a liability feeling towards
the organisation in addition to their investment in it which may foster the effect of unfairness
in distributive justice. Third, the scale of normative commitment was only with three items
which may reflect the different backgrounds of the respondents. Employees’ reactions to
cognitive trust are less than to affective trust since it has more interrelationship with the leader,
thus the highest requirements of affective commitment and the lowest effect of cognitive trust

will foster the mediating role of distributive justice.

These results support previous studies since the trust in leadership is related to distributive
justice (Ronan, 1986; Tremblay et al., 2000). Pay satisfaction relies on individuals’ LoM and
how they compare (Tang et al., 2006). When individuals do not use LoM as frame reference to
evaluate equity and job satisfaction comparison, they will not show a low level of satisfaction
(Tang et al., 2006). Tang et al. (2003) found that LoM moderates and mediates the relationship

between income and pay satisfaction.

Table 7-1 shows that there is no moderating effect during the direct relationship between
trust and OC, which reflects the importance of the mediating role of distributive justice in this
relationship. Thus, distributive justice has a major role in the relationship between trust and
OC. Due to the state of pay equity and distributive justice which is represented by money
comparison, it makes sense as the basic requirements for LoM affects this relationship, because
if the employees do not care about their equity or distributive justice, they do not care about

money, then LoM effectiveness is weak.
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Table 7.1 LoM moderating effect between Trust and organisational commitment

Affective Cognitive Total
NR- CN- NR- CN- AF- NR- CN-
Components [ AF-=COMM | COMM | COMM | AF-COMM | COMM | COMM | COMM | COMM | COMM
Tot.LoM 0.179 0.643 | 0.086 [ 0.053 0.722 | 0.086 |0.075 |0.702 | 0.078

Employees who believe that money represents a major part in their life and affects their
decisions and relationships and are mainly motivated by money, also believe that money
represents success and importance. They refuse to consider money as evil and will have higher

levels of LoM and be motivated by money and more sensitive to distributive justice.

Smaller discrepancies between real and perceived income will lead to higher levels of pay
satisfaction and vice versa. Employees’ attitudes and behaviours are explained by the
importance of distributive justice (Greenberge, 1990) which has an essential mediating role in

the relationship between leadership and the trust (Maye, Bardes and Piccolo, 2008).

This study reveals the important role of LoM in the workplace. Employees perceive either
fairness or unfairness as an outcome from pay equity and fair distributive justice from the
leader. These perceptions will strongly affect satisfaction and OC. Both relationships are based
on fairness, either pay equity or distributive justice, and pay equity is the best theory to explain
distributive justice, thus there are similarities in both cases. This leads us to say either pay equity

or distributive justice may have less to do alone, but there is a lot to do with LoM.

Thus, employee’s comparisons between their equity and distributive justice have different
effects that depend on LoM. Tang (2000) found that people with high LoM leave their jobs
voluntarily regardless of their intrinsic satisfaction, while individuals with low LoM and low
intrinsic satisfaction have reduced turnover. Adams (1963) argued the best theory to explain
distributive justice is that employees are sensitive to fairness and unfairness, but in pay equity,
they feel the pressure of comparison with internal and external referents, while in distributive

justice it might be internal only or between inputs and outputs.

169



There are different explanations for how employees bond with the organisation (Mathieu
and Zajac, 1990) with many variables like social exchange theory (O’Reilly and Chatman,
1986; Whitener, 2001). Fairness in distributive justice and equity are the main requirements to
strengthen this attachment. Leaders have a significant effect on employee outcomes like
performance, productivity, creativity and commitment derived either from personality or from
the relationship with the employees. However, in both cases leaders should be fair with their
employees as any unfairness will breach this relationship and decrease employee commitment.
Although the study found that trust in leadership affects OC, trust in leadership may not

translate to higher levels of commitment (Pillai et al., 1999; Wayne, Shore and Liden, 1997).

At the individual level, OC is attached to many work outcomes including job satisfaction
(Angle and Perry, 1981; Chughtai and Zafar, 2006; Meyer et al., 2002; Mowday et al., 1979;
Pool and Pool, 2007; Porter et al., 1974) and work motivation (Mathieu and Zajac, 1990).
Employee motivation and satisfaction vary based on their LoM profile because some employees
are motivated by the extrinsic (money) while others are not. LoM affects motivation, well-being

and interpersonal relationships (Furnham and Lewis, 1986).

Employees join a new company with high perceptions and those with high LoM have
higher perceptions than others, thus LoM increases the sense of unfairness and the gap between
perceptions and reality. Their reaction to the relationship with the leader is affected and they
may consider the leader to be a supporter of their dreams or as an enemy who is creating a
barrier between them and their dreams and needs. Thus, the commitment of this kind of
employee will create lower trust than other employees, which affects their OC. Therefore, the

leaders should be attentive to fairness at the workplace especially with high LoM individuals.

LoM profiles have been classified by Luna-Arocas and Li-Ping Tang (2004) as shown in

Table 7.4, which indicates that all profiles agreed with the equity component, then success and
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motive are very important in distinguishing between profiles, therefore, managers should be

aware of it.

Table 7.2 Love of money Profiles

Money profile EVIL MOTIV | SUCCESS | Equity BUDGET
1-Achieving money Worshipers X v \ \ \
2-Careless Money Admirers X v \ \ X
3-Apathetic Money Managers X X X \ \
4-Money Repellent Individuals v X X \ \

The Worshipers have the highest active involvement in money and are highly motivated
by it as money represents success, they agree with equity, budget their money and refuse to
consider money as evil. They are more inclined to job change, higher income, longer work
experience and internal equity. Careless money admirers have the highest external locus of
control, are highly motivated by money, younger; have fewer years of experience, low income,

low pay satisfaction and reject budget.

Apathetic money managers are neither positive nor negative towards money, have the
highest internal locus of control, intrinsic job satisfaction, lowest involvement, high self-
determent, low income, manage the money, have less money but higher happiness, The money
repellent have the most negative attitudes toward money, are young, less experienced, low
income, low pay satisfaction, low competitiveness, equity is not important and they prefer
equality, government jobs and success avoidance. However, this classification does not say

whether LoM influences employees’ leaving decision or not.

Based on this study sample, we found that the majority of respondents are budgetting their
money (69%), supporting equity (59%), Success (42%) and are highly motivated by money
(60%), while respondents vary on whether money represents and evil; 34% disagree, 28%
neutral and 38% agreed. However, the ratio is close and those 28% neutral still hesitate to say
money is evil therefore the majority could belong to the Worshipers profile. Thus, the overall

findings support the notion that expats have high levels of LoM.
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This study examined the influence of LoM components on OC separately. The findings
were varied for each component alone but close to each other in accumulated account of the
affective, behavioural and cognitive components. Overall, LoM components had a significant

effect on continuance commitment which indicates turnover intention.

The new component added by the researcher showed a significant effect on continuance
commitment on both relationships pay equity and trust in leadership, whereas, ‘relations’ had
an effect on both affective and continuance commitment in the relationship with pay equity. On
the other path ‘relations’ had a significant effect on the relationship between affective
commitment and trust in the leader. These new components assist our findings that illustrate
the differences among employees in their decisions against unfairness conditions in the

workplace and explain that unfairness can affect relationships with the leader.

Many studies disagree with the findings of the seminal motivation theory of Herzberg
concerning the importance of money as a motivator and with Maslow’s theory concerning the
position of esteem in a person’s hierarchy of needs. These studies suggested that money and
recognition do not appear to be primary sources of motivation but ignore the individual

differences in LoM, and individuals will act differently based on their LoM level.

In Maslow’s theory (1954), interacting with an environment will develop special needs
and motivate us to respond to our experiences. However, it is not possible to uniform
individuals’ behaviours and attitudes toward money because they can think, feel or take actions

differently.

There is a large variety of individuals’ meaning of money based on their background and
socialisation experiences. Thus, individuals understand money differently based on their
perceptions. To some individuals, money represents the root of all evil, while to others, it

represents the basis of all their troubles. Some they are motivated by money, and others by
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appreciation. Thus, it seems logical that they would accept one and reject the other. Individuals

will climb the pyramid based on their LoM perceptions.

The study results indicated that LoM in male respondents was higher than female and
public sector higher than private. Income, nationality age and total years of experience had
significant differences, while marital status, current years of experience and educational level

did not, which is consistent with previous studies.
7.3 Summary:

This chapter summarised the research findings and highlighted the key findings of
this research. The research hypotheses were discussed separately and linked to the

related studies have mentioned in the literature review chapter.

Chapter 8.  Conclusions, contributions and recommendations
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This chapter presents the conclusions and contributions in both academic and practical
perspectives, theoretical and practical implications, research limitations and recommendations

for future research.

8.1 Conclusion

One of the main objectives is to assist management to achieve the highest level of OC
(affective commitment) and continuance commitment, but the most important question is what
the most effective factor of OC is. Commitment theory has succeeded in measuring
commitment and defining the state of employees’ commitment but it does not provide

explanations about the key factors predicting commitment.

Prior studies have examined the effects of pay equity and trust in leadership on OC but this
study is the first to examine LoM as a moderator on both relationships. The key practical
implication resulting from this study is that retaining employees with a superior level of OC
will be likely by implementing equity (internal and external). Having strong pay policies may
does part of the work but will not alone guarantee high levels of commitment; combining it
with LoM will do more. Thus, decision-makers need to pay attention to the LoM level of their

employees and consider it in their future planning and strategies.

Although the results indicated that LoM moderates the relationship between trust in
leadership and OC, removing the distributive justice mediator from the model would cancel the
effect. Therefore, justice and equity are important in the workplace, especially when combined

with LoM.

Pay equity relies on employee comparison of their equity with others, both internal and
external, while distributive justice is based on comparing inputs and outputs. Both are related
to money, therefore, the differences in the meaning of money between employees will create

different actions or decisions. However, the effect of pay equity on OC depends on employees’

174



LoM, therefore combining LoM will reshape and enhance the role of pay equity and make it a

cornerstone of the model.

The effect of trust in leadership cannot work as an effective factor unless the leader adopts
fair equity with their employees, especially those with high LoM. The role of trust would be
exposed and diminished due to the effect of LoM. Hence, a key objective for managers must be

to apply fair equity.

A review of demographic factors literature returns inconclusive findings on the antecedents
of OC and no full understanding of key factors affecting it. All OC antecedents like age, gender,
tenure, marital status are the same in LoM which means that LoM explains the variance in OC
antecedents. The findings reveal significant differences between the groups of age, gender,
income and tenure. Thus, individuals will use their deeply rooted monetary values (LoM) to

frame critical concerns in the workplace.

Combining LoM with Maslow’s human needs theory (Figure 8-1) may provide more
understanding of people’s money attitudes. Individuals’ differences will influence different

rates of movement through the needs hierarchy. For example:

1 Money can secure physiological needs (food, clothing and shelter).

1 The accumulation of savings will provide security.

1  Money to provide for the membership of clubs will enhance social relationships which

address social needs.

1  Money attracts recognition and communicates that one has reached a high-status level.

1 Money could be considered a sign of achievement of defined goals which leads to self-

improvement, in this context money contributes to a sense of self-acutalisation.
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Fig. 8-1 Maslow’s hierarchy of human needs

The overall results indicate that men in the public sector aged 18-24 and 55-64 with 11-15
years’ experience and a monthly income of Dh16,000-20,000 and 31,000-35,000 who are UAE
& ARABS have rank among other nationalities level of LoM. However, public sector
employees receive higher salaries than others because most employees are locals with high
salaries, while private employees had different clusters of salaries. Years of experience and age
also correlate with higher salaries. Kruskal-wallis test indicates that UAE has the higher rank
which means we cannot ignore that most of locals are receiving higher level of LoM than their
colleues from other nationalities. These results are consistent with other studies which indicate
that individuals with higher levels of pay have higher levels of LoM.

LoM has significant differences between groups of monthly income and this is consistent
with the results found by Tang, Luna-Arocas and Tang (2004). High LoM individuals have a
significant relationship between income and pay satisfaction, unlike those with low LoM. In
the Quran Surratt Al-Adiyat verse 8 it says ‘And verily, he is violent in the love of wealth’. This
verse indicates LoM belongs to wealth which means that individuals have fallen into temptation
with much money but not with a little money and so a higher income generated higher LoM. In

the Quraan Surratt Al Bakarah Verse 180 it says ‘It is prescribed for you, when death
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approaches any of you, if he leaves wealth, that he makes a bequest to parents and next of kin,
according to reasonable manners’ which means that the bequest to be for wealth, thus the two
verses ensure that 6 k h a imeams nvérlth or lot of money not a small amount, therefore
temptation is connected with more money.

The main challenge for management is how to retain employees, who can be divided into
two groups: those who are key employees whom the firm deals with as an asset and are difficult
to replace, and normal employees who can be easily replaced. However, management cannot
predict what kind of problems they can create like stealing in the name of justice or diffusion
of the organisation’s secrets.

This study offers an understanding of the relationships between pay equity, trust in
leadership and OC. Original theoretical, empirical and practical contributions to the literature
may highlight the important role of pay equity and LoM and may add new vocabulary to the
conversation of OC, LoM, trust in leadership, distributive justice.

Failures of the management to implement equity will lead to loss of motivation because it
could cause many problems among employees (internal equity) or with individual employees
who feel deprived and thus perform poorly. Therefore, organisations should focus on employee
behaviours to have more understanding of the main factors that can spark and enhance positive
feelings toward the organisation. Managers should implement equity to know how to direct
employees’ behaviour. Achieving equity will enable the organisation to establish behaviour
among their employees that heighten employees’ OC.

Although leaving is a harder decision than staying, both represent a highly risky decision
for most employees and a big challenge for them, even those who found another opportunity,
thus it represents good OC, even for those who did not yet decide to leave but might be if the
opportunity arises. Employees who decide or intend to decide are in the decision stage, therefore

it is important to focus on their decision and what factors affect it.
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While previous studies have tested the influence of pay equity and trust in leadership on
OC and several have examined the influence of LoM, to the researcher’s knowledge, this study
is the first to specifically examine the moderating effect of LoM on these relationships. It also
examines new sub-constructs of LoM — decision and relations — which help to give more
explanation about the components of LoM.

A key practical implication resulting from this study is to retain employees and gain their
OC. Affective commitment will require fair pay equity for those who have lots of money. Some
managers pursue risky policies by hiring low pay employees, justifying their policies on
reducing employees cost but they losing through the extra cost due to the high rate of turnover
and rehiring expenses. Key employees are considered assets for any organisation since the firms
rely on those employees and they are difficult to replace. Ex-employees might also join a
competitor which will make the problem more complicated. Therefore, organisations should
take care concerning retain their employees, especially key employees.

Ignoring individual differences in organisation’ policies, procedures, strategies and
management systems will not alone guarantee success to achieve a high level of OC. Similarly,
the effect of trust in leadership on OC will not necessarily result in the workplace, unless
accompanied by implementing equity. Hence, a key objective for managers must be to identify
the drivers of employee commitment, which can be started by identifying the individual
differences that mainly based on their level of LoM.

However, the social exchange theory proposes that employees deliver the behaviours
required by management and rely on reciprocity. Therefore, managers need to discover what
motivates and satisfies their employees and be acting accordingly. For example, some
employees may be more motivated by money and appreciation. Studying employees’ LoM will
open key solutions to control human resources. This study proposes a simple explanation that
if OC has not been suitably stimulated, employees will not commit to their work. It recommends

that combining LoM and pay equity will ensure strong policies for pay equity and high OC.
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Finally, to retain employees and heightened OC, management should identify employees’ LoM

level and implement equity systems to ensure employees are satisfied with their equity.

8.2 Contributions of this study

Although there is much research about OC, pay equity, trust in leadership and LoM, there
is no answer about the key factors that affect OC. Most studies examine the direct effect of pay
equity on OC, while most of the trust in leadership studies focus on leader characteristics and
ignore individual differences. LoM studies concentrate on the direct effect of LoM on OC, but
not the moderating effect on two major relationships in the workplace and whether LoM can
affect individuals’ decisions in the workplace.

This study examines the moderating effect of LoM on these relationships in locals and
multinational expats in the UAE. Therefore, the contributions of this study would be beneficial
to the UAE and other countries. This study contributes by combining between pay equity and
LoM that makes pay equity a cornerstone of the model especially when distributing justice and
mediating the relationship between trust in the leader and OC. This combination could nurture
these relationships and illustrate the critical role of LoM in the workplace. Despite the many
studies of pay equity, trust in leadership and OC, most have ignored the individual differences
in explaining employees’ behaviours and the important role of LoM that may have a significant
effect on employees’ relationships in the workplace.

This study explains how far individuals’ differences in LoM affect behaviours and its
influence on their decision to stay or leave the organisation. None have measured LoM’s effect
on leaving decisions and their effect on OC. However, trust in leadership is the most important
factor because it directly and indirectly affects fairness and other work behaviour (Bianchi and
Brockner, 2012; Colquitt et al., 2007). These behaviours are important in predicting individuals’
decisions. It has been shown by Maitlis et al. (2013) how the role of individuals’ emotions

affects their decisions. However, deeply money rooted employees will reshape their acts.
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8.2.1 Academic perspective

Combining LoM with pay equity in this study provides a better understanding of OC and
the critical key factors that affect it. It provides more explanation of employees’ behaviours and
how they enhance OC. As that aspect was not examined in previous literature, it is a new
contribution by this study. As this study considers both locals and multinational employees in
the UAE, this study is a helpful addition and offers a solid foundation for further academic

research.
8.2.2Practitioners’ perspective

The implications of this study have significant importance for the management of both sectors
private and public sectors. The results contribute to the knowledge of management practices
and the moderating effect of LoM on the relationships between pay equity, trust in leadership

and OC.

This study shows management how LoM enhances the relationships between trust in
leadership, pay equity and OC, by focusing on identifying employees LoM level. Since there is
lack of literature on this, this study contributes to the knowledge base and sheds light on the
robust role of LoM on employees’ relationships in the workplace which provides more

understanding the roles of pay equity, trust in the leader and OC.

8.3 Theoretical implications

This study contributes to the literature by offering a theoretical model concerning the
moderating effect of LoM on relationships, pay equity and trust with OC. The moderator (LoM)
shows when and for whom the indirect relationships of this model are improved or attenuated.
This study sheds light on the role of pay equity, especially when combined with LoM. The

influence of pay equity is maximised and becomes a cornerstone of the model. The study also
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reveals why individuals have different levels of OC when they have the same leader and the

same circumstances in the workplace.

The moderating effect of LoM on the relationship between pay equity and OC contributes
to our understanding of the reasons why individuals have different reactions to pay inequity.
This illustrates the importance of incorporating LoM and pay equity in our theoretical model.
Pay equity reflects satisfaction with internal and external referents, but internal equity does not
work all the time, especially with high LoM employees, because they might be paid equally
(not equity) within the same department or organisation, whereas the labour market is higher.
For instance, Americans change jobs every 3.6 years (Luna Arocas and Li-ping tang, 2015).

People change jobs to increase their pay (Gomez-Mejia and Balkin, 1992; Tang et al., 2000).

Therefore, to retain employees, motivate and keep them with high levels of OC, there is a
need to pay attention to both internal and external pay equity and to use a pay strategy as a
source of sustained competitive advantage. Strong pay policy that offers fair pay entices the
most qualified employees and increases their commitment which will increase their
performance and reduce turnover. When individuals are paid fairly, they will keep their mind
focused on their tasks and try to save the organisation. Employees with inequity and high levels
of LoM will have a high sense of unfairness and may steal in the name of justice (Greengerg,
1993). The dangerous point is when the negative impact happens among higher management
then the effect is stronger than at other levels, and because the sensitive position makes any
failure in their task bad for any organisation. Although Miceli and Mulvey (2000) did not
examine the perception of pay equity, they found satisfaction with pay system associated with

OC.

Another important theoretical contribution in this study is the moderating effect of LoM
on the relationship between trust in leadership (affective and cognitive) and OC (affective,

normative and continuance) with distributive justice as a mediator. This contributes to the
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literature and shows when the indirect relationships of this model are improved or attenuated,
employees’ equity perceptions will help illustrate the absence of the relationship between trust
and OC and also between the leader and the trust (Lien-Tung’s, 2005). Any failure in

distributive justice will affect the relationship between trust and OC.

Pay equity theory explains distributive justice and will assist to link trust with commitment.
LoM can reshape equity perceptions and affects employees’ decisions to stay or leave the
organisation or influence their level of commitment. In this study, we contribute to the literature
by examining the most effective factor that may affect the OC, which is well predicted by
turnover. Turnover intention is the best predictor of actual turnover (Vardaman et al., 2008).
The theory of planned behaviour (TPB) does not pay attention to how intention may lead to
turnover or what kind of psychological process may be included in this relationship. However
not all employees who intend to leave they will do so. It depends on the effort of bearing the
risk-taking to leave the organisation. Thus, employees will vary in their acts but in the end, their
decisions to quit the organisation reflect a deterioration of their loyalty (Griffeth and Hom,
2001), while not making a decision is a decision itself (Amandson, 1995). Some employees will
stay and look for new opportunities outside. The actual decision is as minor and a straw that
breaks the camel’s back (Amandson, 1995). However, the leaving decision is risky (Sitkin and

Pablo, 1992).

Risk moderates the relationship between intention to leave and actual turnover (Vardaman
et al., 2008). Individual factor swill help to give more understanding of employees’ willingness
to afford the risk-taking decisions stay or leave the organisation. Individuals with high LoM are
higher risk-takers (Tang et al., 2008a; 2008b). Money leads to actions (Herzberg 1987).
However, individuals with deeply rooted money values have different levels of LoM and
different goals, achievements, successes and motivators. In this study, we include that the
decision power of money is a strong influence on our critical decisions in unfairness

circumstances within the organisation. Risk seekers associate success with money,
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independence and freedom. They are more interested in money and more self-confident in
handling it than others (Furnham, 2014). High LoM engenders dissatisfaction and dishonesty
(Tang and Chiu 2003). It is not the money, but the motive that causes dissatisfaction (Liu and
Tang, 2011; Luna-Arocas and Tang, 2015; Srivastava et al., 2001; Tang, 1992b; 1995; 2007
Tang et al., 2005). Individuals’ decision in regards to leaving the organisation or the judgments

for their relationships at the workplace, shouldn’t overestimate.

The new sub-construct ‘decision’ indicates a significant moderating effect on the
relationships between pay equity, OC and trust in leadership with OC. Thus, individuals with
high levels of LoM refer to their LoM profile as a basis for their decisions which will generate
a moderating effect on both relationships (pay equity, trust in leadership with OC). In other
words, individuals with higher levels of the ‘decision’ component will tend to take risky
decisions more than others those people. Therefore, OC is negatively related to leaving decision
state (stay, leave or intend to leave) which will reflect the state of OC (affective, normative and

continuance). This decision is highly affected by the level of LoM.

8.4 Practical implications

8.4.1 Empirical contributions

The main empirical contributions are for expatriates in the UAE. We employ constructs like
LoM, OC, pay equity and trust in leadership and apply them to expats. Our measurement of
invariance across two paths enhances the generalisation of our results. Our findings provide

confidence for future studies in using them in research (Bono and McNamara, 2011).
8.4.2 Practical implications

LoM as an important factor that can affect workplace relationships, but adding a new sub-
construct (decision and relation) reflects a stronger role of the main construct in the workplace.

The findings provide support for the proposition that LoM is the root of decision-making.
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Although it is hard for managers to change LoM directly, they can manage it indirectly by
applying a fair compensation system. Money is a hygiene factor (Herzberg, 1987). People need

money to sustain their lives. Employees with high LoM tend to have low pay satisfaction.

To reduce turnover and maintain sustainable OC in a competitive market, HR managers
should adopt a strong, effective, equitable and efficient compensation system to cultivate a
sense of justice and a healthy level of LoM. They should avoid unfairness. Organisations may
adopt annual attitudes questionnaire to monitor individuals’ LoM levels, pay equity and trust in
leadership. However, this implication may vary among different GDP societies, since it

influences the level of LoM.

This study has given empirical evidence of the moderating role of LoM on the relationship
between pay equity, trust in leadership and OC, in addition to the mediator role of distributive
justice between trust in leadership and OC. It also explained how combining pay equity and
LoM has a robust effect on OC; this generates a new role for them by fostering any impacts
may affect OC. The significant effects on such relationships have not been explored in previous

studies.

The results were obtained by empirically examining the effect of LoM on the relationships
between pay equity, trust in leadership and OC. HR managers should use them to identify the
key factors that have a significant effect on OC and determine the possibilities for enhancing
and building policies that motivate and improve it. They can also enhance OC by adopting
equity based on employees’ behaviour. This study contributes to knowledge by presenting a
conceptual model which improves on existing models concerning pay equity, trust in leadership
and OC by introducing these theories to the present behavioural theories and the moderating

effect of LoM that affects OC.

Employees who have strong commitment are more likely satisfied with pay equity and

employees trust their leader thus contributing to OC. The results suggest that managers should
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analyse the influence of individual differences based on their LoM level and create policies that
motivate and improve employee commitment. We cannot change or control human behaviour,

but can control equity.

8.5 Limitations
Although this study makes an original and essential contribution to the literature, there are some

limitations.

1 It was conducted only in one country, the UAE, with both expats and locals, but the
number of nationalities might be not enough to represent all nationalities like; Far East
nationalities were hard to find and therefore the results may not be generalisable.

1 The focus of this study was full-time employees, thus it excludes part-time employees.

1 This study did not indicate an effect on normative commitment. More studies could be
conducted in this manner. When changing state (mobility from one state to another) the
study did not explain when and how LoM could affect the state of the employee’s OC.

1 The study examined the effect of trust in senior leadership based on the notion that senior
management is responsible for equity decisions. While in many cases first-line managers
or are also responsible in these decisions or at least they have a partial effect. Therefore, it
would be logical to examine the relationship with OC of senior leadership and with direct

managers.

Future research could also investigate the effects of LoM on other employees’ outcomes

and in different contexts and countries.

8.6 Recommendations

Some simple steps may help to adopt equity such as distributing an annual survey to
employees to measure their pay equity and measuring their LoM level. This would help

understand and predict employees’ behaviours in the future and keep it in mind in HR strategies.
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An organisation adopting a proactive and not reactive approach will enhance employees’
commitment, improve performance and reduce the cost of turnover. Organisations that adopt
equity not only generate high levels of commitment but avoid the negative effect of unfairness

in the workplace such as employee clashes or increased turnover.

Since distributive justice mediates the relationship between trust and OC, enhancing OC
and trust will improve this relationship through equity in those with high levels of LoM.The
results of this study reveal that pay equity does not affect continuance commitment, but
combining LoM with pay equity significantly affects it which shows the importance of studying
employees’ LoM level to make a difference within employees react to unfairness and make

decisions to stay or leave the organisation.

It is important to study employees’ LoM level which will assist HR managers to know
what factors motivate them, as in some cases of sensitive positions it will help to do accurate
evaluations for employees and enable the organisations to focus more on them. Excellent
managers will adopt equity to retain their employees and be careful about the level of

employees’ LoM.
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APPENDIX 10.1 CONSENT OF SURVEY PARTICIPATION

Participant Information Sheet

1. Project title: THE EFFECT OF PAY EQUITY AND TRUST ON
ORGANISATIONAL COMMITMENT:DOES LOVE OF MONEY
MATTER?

2. Investigator: Mohammad Khair Jarrar-Ph.D Candidate

3. Invitation

Dear Respondents,

It is my pleasure to invite you to participate in this academic survey. | would like to

assure you that the results of this survey will be used for academic purpose only

and that the content would stay confidential, with preservation of your anonymity.

The survey will require 15-20 minutes to complete, there are six sections, please be

fair and accurate while completing all questions.

Before you decide to do so, it is important you understand why the research is

being done and what it will involve. Please take time to read the following

information carefully and discuss it with others if you wish. Ask us if there is
anything that is not clear or if you would like more information. Take time to
decide whether or not you wish to take part.

4. What is the project’s purpose?

This research project aims to find the effect of pay equity and trust in leadership on

the organisational commitment with the existing of love of money.

5. Why have i been chosen?

You have been chosen because as you are an employee in UAE, you will have

knowledge about our research objective. your opinions and current practices in

relation to the project title, in addition to your views and experience, are just what
the project is interested in exploring.

6. Do | have to take part?

It is up to you to decide whether or not to take part. You can still withdraw at any

time. You do not have to give a reason.

7. What will happen to me if | take part?

You will be asked to complete either a web-based or a hard copy questionnaire

which we estimate will take you 15-20 minutes.
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8. What do | have to do?

Please answer the questions in the questionnaire. There are no other commitments
or lifestyle restrictions associated with participating.

9. What are the possible disadvantages and risks of taking part?

Participating in the research is not anticipated to cause you any disadvantages or
discomfort. All data would be confidential with preservation of your anonymity.

10. What are the possible benefits of taking part?

Whilst there are no immediate benefits for those people participating in the project,
it is hoped that this work will help hr managers by identifying the key factor that
affects organisational commitment.

11. Will my taking part in this project be kept confidential?

All the information that we collect about you during the course of the research will
be kept strictly confidential. You will not be able to be identified or identifiable in
any reports or publications. Your organisation will also not be identified or
identifiable. Any data collected about you in the online questionnaire will be stored
online in a form protected by passwords and other relevant security processes and
technologies.

12. What will happen to the results of the research project?

Results of the research will be published. You will not be identified in any report or
publication. Your organisation will not be identified in any report or publication.
13. Consent: Once you put your signature on the hard copy or click NEXTin the on

line survey that means you have determine to be a research participant’s volunteer
and you have read and understood the above-mentioned information.

Participants’ Name and Signature:
Date:

Investigator’ Name and Signature:
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APPENDIX 10.2 QUESTIONNAIRE ENGLISH VERSION

THEEFFECT OF PAY EQUITY AND TRUSR@MNNISATIONAL COMMITMENT
DOES LOVE OF MONEY MATTER?

A SURVEY

Section IDemographic Data

Instructions

Please respond to each of the following items. Please indicate your resporakek
guestions.

1. What is your gender? (Please select only one)

Male

Female

2. What is your age? (Please select only one)

18-24

25-34

35-44

45-54

55-64

65-74

75 or Older

3. What is your current marital status? (Please select only one)

Single

Married

Divorced

Widowed

Separated

4. What is yourTOTAlwork experience? (Please select only one)

Less than one year

2-5 years

6-10 years

11-15 years

Above 16 years

5. What is your TOTAL Years of experience inGugrentorganisatior?(please
select only one)

Less than one year

2-5 years

5-10 years

10-15 years

Above 16 years

6. What is yourCountry of Birth? (Please select only one)

UAE

Other (specify)

7. What is your Nationality? (Please select only one)

UAE

Other (specify)

8. What is your highest level of education completed? (Please select only one)

Grammar School |
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High School or
equivalent

DipLoMa (2 years collegeg

I OKSf 2 NRQ

alaiSNBRQ 58

Doctoral degree.

9- What is your monthly income in Dirhams? (Please select one answer)

Less than 5000 DH 1600620000 DH 3100635000 DH
6000-10000 DH 2100625000 DH 3600340000 DH
1100615000 DH 2600030000 DH More than 41000

10. What is your Organization Sector? (Please select only one

Publicsector
(Government)

Private sector

Section IHPay Equity

Instructions

Please indicate the extent of your agreement with the following statemeRlsase indicate you
responses tAALLquestions in section I(1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agrq
Strongly Agree).

Strongly h Strongly

No. Statements Disagree Disagree | Neutral | Agree Agree
12 | My salary is fair given my qualifications f

my position. 1 2 3 4 5
13 | | am satisfied with my pay when |

compared with colleagues in my 1 2 3 4 5

department.
14 | | am satisfied with my pay when |

compared with other colleagues in my 1 2 3 4 5

organisation

15 | | am satisfied with my pay when |
compared with others at comparable 1 2 3 4 5
organisatiors.

16 | | am satisfied with my pay when |
compared with othersolleagues at the 1 2 3 4 5
labor market.

Section IHTrust in leader

Instructions

Please indicate the extent of your agreement with the following statemeRlsase indicate you
responses tALLquestions in section II(1= Strongly Disagree, 2Disagree, 3 = Neutral, 4 = Agreq|
= Strongly Agree).

Strongly
Agree

Strongly

No. Statements !
Disagree

Disagree | Neutral Agree

| can trust my manager to make sensible|
17 | decisions for the future of the 1 2 3 4 5
organisation

18 | My manager seems to dan efficient job. 1 2 3 4 5

19 | feel quite confident that my manager wi 1 2 3 4 5

always try to treat me fairly.
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20

My manager would never deceive me fo
his own benefit..

21

My manager can be relied on to serve m
best interest.

22

My manager and |, have a sharing
relationship. We can both freely share ou
ideas, feelings, and hopes.

23

| can talk freely to my manager about
difficulties | am having at work and how
and know that he/she will want to listen.

24

My manager and | would both feel a
sense of loss if one of us was transferreg
and we would no longer work together

25

If | shared my problems with my manage|
I know he/she would respond
constructively and caringly

26

My manager and | have both made
considerable emotional investments in o
working relationship.

27

My manager approaches his job with
professionalism and dedication

28

DAGSY Yeé YIyl3aSNDa
reason to doubt hisompetence and
preparation for the job.

29

| can rely on my manager not to make m
job more difficult by careless work.

30

az2zal LIS2LX S S@Sy
friends of my manager, trust and respect
him as a coworker

31

Other work associates of mine who must
interact with my manager consider him tg
be trustworthy

32

If people know more about my manager
and his background, they would be more
concerned and monitor his performance
more closely.

Section IVDistributive Justice

Instructions

Please indicate the extent of your agreement with the following statemepisase indicate you
responses tALLquestions in section I\(1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Ag

=Strongly Agree).
Strongly . Strongly
No. Statements Disagree Disagree | Neutral | Agree Agree
33 I am falr.ly. r.e.warded considering to my 1 5 3 4 5
responsibilities.
34 | am fairly rewarded in view of the 1 5 3 4 5

amount of my experience | have.
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| amfairly rewarded for the amount of

35 1 2 3 4 5
effort | put forth.

36 | am fairly rewarded for the work | have 1 > 3 4 5
done well.

37 I am fairly rewarded for the stresses ar 1 > 3 4 5
strains of my job.

38 | | feel fairly satisfied with my presentjot 1 2 3 4 5

Section VLove of money

Instructions

Please indicate the extent of your agreement with the following statemelsase indicate you
responses t@LLquestions in section (1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agrq

Strongly Agree).
No. Statements ;tsr;gil)e/ Disagree | Neutral Agree ig:)enegly
39 | I want to be rich. 1 2 3 4 5
0 . —
Having a lot of money (being rich) is 1 > 3 4 5
good.
4L 1 It would be nice to be rich. 1 2 3 4 5
42 Money undermines ethicalorms and 1 5 3 4 5
standard of conduct.
43 People perform unethical acts to 1 5 3 4 5
maximize their monetary gains.
44| Money is Evil. 1 2 3 4 5
45 | The love of money is the root of evil. 1 2 3 4 5
46 | | budget my money very well. 1 2 3 4 5
47 1 1 use my money very carefully. 1 2 3 4 3
5 — , ,
! pay my bills |mmed|ately to avoid 1 2 3 4 5
interest or penalties.
49 | | do financial planning or the future. 1 2 3 4 5
50 | | am highly motivated by money. 1 2 3 4 5
51 | Money reinforces me to work harder. 1 2 3 4 3
52| | am motivated to work hard for money| 1 2 3 4 5
53 People in the same job should be paid 1 > 3 4 5
equally
54 People in the same job should be paid 1 2 3 4 5
based on merit.
No. | Statements Slt;gg?éﬁ Disagree | Neutral | Agree S;r;)rr;%ly
55 Lower level job with little responsibility 1 > 3 4 5
should be paid less.
56 | Money is symbol of success. 1 2 3 4 5
57 la2ySé NBLNBaSyia 1 2 3 4 5
58 | Money is important. 1 2 3 4 5
59 1 2 3 4 5

Money is valuable.
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60

Money is good.

61

Money is attractive.

62

Most people realize the extent that the
lives are controlled by money.

63

Many times | feel that money influence
my important life decisions.

64

Unfairness in my pay equity pushes m¢
to take risky decisions like leaving my
organisation

65

Switching from one company to anothe
because of higher equity is ethical in m
view.

66

There is strong relationship between p
equity and my decision to leave/stay in
my organisation

67

Money is very important for joining and
leavingorganisatiors.

68

My tenure of service mainly relies on
pay equity.

69

My decision is very sensitive to pay
equity.

70

Money is important , but does not affeg
my decisions (revised loading)

71

Money would characterize my working
relationship with my leader.

72

Money has a strong influence on my
relationships at work.

73

To stay for long tenure service in my
organisation, pay equity is more
important than trusting my leader.

74

Distributive justice would enhance the
quality of my relationship with my
leader.

75

Money is important, but does not affec
my trust in my leader.

76

Most people believe that the money is

the basis of their relationships.

Section VOrganizational Commitment

a-Affective commitment

Instructions

Pleaseindicate the extent of your agreement with the following statemen®ease indicate you
responses t@LLquestions in section V1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agre

Strongly Agree).
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Strongly . Strongly

No. Statements Disagree Disagree | Neutral Agree Agree

77 | would be V(_ary hc_':\ppy tq spgnd the rest 1 > 3 4 5
my career with thigrganisation

28 | enjoy dISCL-JSSI-ng nyrganisationwith 1 5 3 4 5
people outside it.

29 | really feel as if thierganisatiof a 1 2 3 4 5
problems are mypwn.

80 Thlsorgamsatlolrhas a great deal of 1 > 3 4 5
personal meaning for me.

81 L RZfQ.u FSSt | &dN 1 5 3 4 5
my Organization ®
| think that | could easily become as

82 | attached to anotheorganisatioras | am 1 2 3 4 5
to this one®.

83 L RZYQU FSSEt tA1S 1 2 3 4 5
organisation®

84 | do feel emotionally attached to this 1 2 3 4 5

organisation®

Section VA B-Normative Commitment

Instructions Please indicate the extent of your agreement with the following statemeRtsase
indicate your responses taLLquestions in section V(1= Strongly Disagree, 2 = Disagree, 3 = Nel
4 = Agree, 5 = Strongly Agree).

No. Statements gg‘;g?g; Disagree | Neutral Agree S’;rgrr:ily
85 | think that people these days move fron 1 ) 3 4 .
company to company too often.
g |L R2yQli 0StASOS (K
. o 1 2 3 4 5
be loyal to his/heorganisation®
87 {umpAing frorrorganis:jltii)rto organisation 1 ) 3 4 .
R2SayQu assy o [If
88 One of major reasons | continue to work fg
this organisationis that | believe that loyalty
. 1 2 3 4 5
is important and therefore feel a sense of
moral obligation to remain.
go | If I got another offer for a better job
elsewhere | would not feel it was right to 1 2 3 4 5
leave myorganisation
9 | was taught to believe in the value of
. N 1 2 3 4 5
remaining loyal to onerganisation
91 | Things were better in the days when
people stayed with onerganisatiorfor 1 2 3 4 5
most of their careers.
o |L ﬁezym’x 0 KAY 1 canfanyi
Y yO0O2W LI vy e igsensible/ Q 1 2 3 4 5

anymore.(R)

| Section ViOrganizational Commitment
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GContinuance Commitment

Instructions

Please indicate the extent of your agreement with the following statemeRisase indicate you
responses tALLquestions in section V(1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Ag

= StronghAgree).
Strongly . Strongly
No. Statements Disagree Disagree | Neutral | Agree Agree
93 | am not afraid of what might happen if |
quit my job without having another job oneg 1 2 3 4 5
lined up ®
It would be very hard for mto leave my
94 o . 1 2 3 4 5
organisatiorright now, even if | wanted to.
o5 Too much in my life would be disrupted if |
decided | wanted to leave myrganisation 1 2 3 4 5
now.
It would be too costly for me to leave my
96 o 1 2 3 4 5
organisationnow.
97 Right now, staying with mgrganisationis a
. . 1 2 3 4 5
matter of necessity as much as desire.
| feel that | have too few options to considg
98 . . L 1 2 3 4 5
leaving thisorganisation
99 One of the serious consequences of leavirn
this organisationwould be the scarcity of 1 2 3 4 5
available alternatives.
100 | One of the major reasons | continue to wo
for this organisationis that leaving would
require considerable personal sacrifice., 1 2 3 4 5

anotherorganisationmay not match the

overall benefits | have here.

*************TH E E N D*****************
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APPENDIX 10.5 QUESTIONNAIRE RESPONSES DETAILS
Strongly Strongly TOT.
Q.NO. | PAY EQUITY : Disagree Disagree Neutral Agree Agree RESP.
My salary is fair given my
12 qualifications for my position. 6 151 123 129 26 505
I am satisfied with my pay when |
compared with colleagues in my 81 142 110 143 29 505
13 department.
I am satisfied with my pay when |
compared with other colleagues in 83 151 120 121 30 505
14 my organisation.
I am satisfied with my pay when |
compared  with  others at 76 143 125 129 32 505
15 comparable organisations.
| am satisfied with my pay when |
compared with others colleagues 62 146 124 144 29 505
16 at the labor market.
PAY EQUITY 378 733 602 666 146 2525
I can trust my manager to make
sensible decisions for the future of 28 52 109 226 90 505
17 the organisation.
My manager seems to do an
18 efficient job. 19 49 116 236 85 505
| feel quite confident that my
manager will always try to treat 19 68 117 213 88 505
19 me fairly.
My manager would never deceive
20 me for his own benefit. 20 6 140 202 67 505
My manager can be relied on to
21 serve my best interest. 20 81 157 199 48 505
My manager and I, have a sharing
relationship. We can both freely
share our ideas, feelings, and 25 63 151 201 65 505
22 hopes.
I can talk freely to my manager
about difficulties | am having at
work and how and know that 29 69 96 226 8 505
23 he/she will want to listen.
My manager and | would both feel
a sense of loss if one of us was
transferred and we would no 34 113 160 155 43 505
24 longer work together
If | shared my problems with my
manager, | know he/she would
respond  constructively  and 22 65 134 214 0 505
25 caringly
My manager and | have both made
considerable emotional
investments in  our working 21 84 159 185 56 505
26 relationship.
AFECTIVE TRUST 237 720 1339 2057 697 5050
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My manager approaches his job

with professionalism and 18 45 125 236 81 505
27 dedication
Given my manager’s track record,
I see no reason to doubt his
competence and preparation for 17 46 134 234 4 505
28 the job.
I can rely on my manager not to
make my job more difficult by 22 68 153 205 57 505
29 careless work.
Most people, even those who
aren’t close friends of my
manager, trust and respect him as 22 48 138 218 ” 505
30 a co-worker
Other work associates of mine
who must interact with my
manager consider him to be 19 58 132 223 & 505
31 trustworthy
COGNITIVE TRUST 98 265 682 1116 364 2525
TOTAL TRUST 335 985 2021 3173 1061 7575
DISTRIBUTIVE JUSTICE
I am fairly rewarded considering
33 to my responsibilities. 47 148 135 149 26 505
I am fairly rewarded in view of the
34 amount of my experience | have. 60 161 115 145 24 505
I am fairly rewarded for the
35 amount of effort | put forth. 61 149 157 108 29 505
26 | 1 iy earded for he workc | g7 158 118 138 34 505
I am fairly rewarded for the
37 stresses and strains of my job. S 164 127 108 31 505
. Lrgse;tt J}‘(:;ti)rly satisfied with my 37 85 153 173 57 505
DISTRIBUTIVE JUSTICE 337 865 805 822 201 3030
LOVE OF MONEY STRONGLY STRONGLY | TOT.
DISAGREE | DISAGREE | NEUTRAL | AGREE | AGREE RESP.
39 I want to be rich. 13 35 105 218 134 505
20 :—Slz\ggg a lot of money (being rich) 17 52 131 205 100 505
a1 It would be nice to be rich. 8 29 97 250 121 505
TOTAL RICH 38 116 333 673 355 1515
Money undermines ethical norms
42 and standard of conduct. 32 123 162 131 57 505
People perform unethical acts to
43 maximize their monetary gains. 60 199 136 83 27 505
a4 Money is Evil. 25 79 144 166 91 505
45 ;I’\?izla love of money is the root of a4 126 119 142 74 505
TOTAL EVIL 161 527 561 522 249 2020
46 I budget my money very well. 12 57 132 240 64 505
47 I use my money very carefully. 12 72 128 218 75 505
I pay my bills immediately to
48* avoid interest or penalties. 4 17 50 261 173 505
49 ]ICUt(lchr)e financial planning or the 9 34 103 269 90 505
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TOTAL BUDGET 37 180 413 988 402 2020
50 I am highly motivated by money. 7 72 151 194 81 505
Money reinforces me to work
51 harder. 10 54 120 211 110 505
I am motivated to work hard for
52 money. 9 72 110 204 110 505
TOTAL MOTIV 26 198 381 609 301 1515
People in the same job should be
54 paid based on merit. 11 42 113 222 117 505
Lower- level job with little
55 responsibility should be paid less. 10 96 147 203 49 505
TOTAL EQUITY 21 138 260 425 166 | 1010
56 Money is symbol of success. 36 143 125 141 60 505
Money represents one’s
57 achievement. 35 148 99 164 59 505
TOTAL SUCCESS 71 291 224 305 119 1010
58 Money is important. 3 12 61 265 164 505
59 Money is valuable. 17 71 264 148 505
60 Money is good. 5 5 80 274 141 505
61 Money is attractive. 28 102 226 144 505
TOTAL IMPORTANT 18 62 314 1029 597 2020
Unfairness in my pay equity
pushes me to take risky decisions 15 102 149 159 80 505
64 like leaving my organisation.
Switching from one company to
another because of higher equity is 11 75 129 212 78 505
65 ethical in my view.
There is strong relationship
between pay equity and my
decision to leave/stay in my 10 70 129 223 73 505
66 organisation.
Money is very important for
67 joining and leaving organisations. 8 ol 108 244 94 505
My tenure of service mainly relies
68 on pay equity. 16 74 180 180 55 505
My decision is very sensitive to
69 pay equity. 16 54 166 211 58 505
DECISIONS 76 426 861 1229 438 3030
Money would characterize my
working relationship with my 46 186 147 107 19 505
71 leader.
Money has a strong influence on
72 my relationships at work. 68 194 127 101 15 505
To stay for long tenure service in
my organisation, pay equity is
more important than trusting 59 189 134 98 25 505
73 my leader.
Most people believe that the
money is the basis of their 46 131 131 161 36 505
76 relationships.
RELATIONS 219 700 539 467 95 | 2020
TOTAL LoM9 667 2638 3886 6247 2722 | 16160
AFFECTIVE COMMITMENT ;g;)
I would be very happy to spend the
rest of my career with this 63 88 120 176 58 505
77 organisation.
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79

I really feel as if this
organisation’s problems are my
own.

20

85

106

216

78

505

80

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

13

55

133

220

84

505

81

I don’t feel a strong sense of
belonging to my Organization ®

11

78

138

217

61

505

82*

I think that | could easily become
as attached to another organisation
as | am to this one®.

39

158

202

85

21

505

83

I don’t feel like part of the family
at my organisation ®

15

87

127

204

72

505

84

I do feel emotionally attached to
this organisation ®

31

75

128

191

80

505

AF-COMMITMENT

192

626

954

1309

454

3535

NORMATIVE
COMMITMENT

89

If 1 got another offer for a
better job elsewhere | would
not feel it was right to leave
my organisation.

53

154

149

124

25

505

90

I was taught to believe in the
value of remaining loyal to
one organisation.

28

92

174

176

35

505

91

Things were better in the days
when people stayed with one
organisation for most of their
careers.

27

129

187

133

29

505

NR-COMMITMENT

108

375

510

433

89

1515

CONTINUANCE
COMMITMENT

94

It would be very hard for me
to leave my organisation right
now, even if | wanted to.

31

82

121

197

74

505

95

Too much in my life would
be disrupted if I decided I
wanted to leave my
organisation now.

21

100

124

190

70

505

96

It would be too costly for me
to leave my organisation
now.

24

90

146

178

67

505

97

Right now, staying with my
organisation is a matter of
necessity as much as desire.

28

76

140

188

73

505

CN-COMMITMENT

104

348

531

753

284

2020

(*)means items were deleted later in the CFA stage
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APPENDIX 10.6 DATA COLLECTION PERMISSION- UNIVERSITY
SUPPORTING LETTER

Date: 5/23/2019
TO WHOM IT MAY CONCERN

This is to certify that Mr.Mohammad Khair Ghazi Jarrar with Student ID number
2016156150 is a registered part-time student in the PhD in Business Management
offered by The British University in Dubai since September 2016. Mr. Mohammad
is currently collecting data for his research (THE EFFECT OF PAY EQUITY AND
TRUST ON ORGANISATIONAL COMMITMENT). He is required to gather data
through conducting surveys that will help him in writing the final research: 1)
objective: to find the effect of pay equity and trust in the leader on organisational
commitment, in addition to find the moderating role of love of money among these
relationships. 2). Target sample (number of respondents and their levels: Our target
includes all staff with all levels with different nationalities. Your permission to
conduct his research in your organisation is hereby requested. Further support
provided to his in this regard will be highly appreciated. Any information given will
be used solely for academic purposes. This letter is issued on Mr.Mohammad’s
request.

Yours sincerely,

Dr. Amer Alaya Head of Academic and Student Administration
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APPENDIX 10.7 STANDARD E-MAIL SCRIPT

To Seek Permission for Survey Voluntary Participation

Dear Manager,

I am Mohammad Khair Jarrar, Ph.D student at The British University in Dubai. In the recent
months | am conducting a survey on the effect of pay equity and trust in leader on organisational
commitment and the effect of love of money on these relations. The context of my thesis includes
both public and private sectors in UAE, which represent a wide range of multinational staff.
Amongst majority of the government authorities here your firm is also the one that fulfills the
given criteria, and it will mean a lot for my thesis.

| thereby request your kind participation in my study and allow me to distribute my online survey
to all your staff.

Your participation in this survey is completely voluntary and all of your responses are
anonymous. None of the responses will be connected to identifying information.

Please feel free to inform me with any questions or remarks to my survey. Although the
questionnaire is anonymous, at your request I will include your answers as a reference and give
a special acknowledgement to your management.

Thank you very much in advanced for your co-operation.

Your response and confirmation to this mail will be highly appreciated.

If you have any concern regarding the participation in this study, you may communicate the
researcher on (2016156150@student.buid.ac.ae) or the Director of Studies Professor Ashly
Pinnington T: 04 279 1452 | ashly.pinnington@buid.ac.ae

244


mailto:ashly.pinnington@buid.ac.ae

Best Regards,
Mohammad Khair Jarrar - PhD Student — Business Management- BUID
056-7773517

APPENDIX 10.8 HISTOGRAM GRAPH FOR ALL QUESTIONNAIRE
ITEMS.
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APPENDIX 10.9 Q-Q PLOTS FOR ALL QUESTIONNAIRE
ITEMS
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Expected Normal
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Normal Q-Q Plot of Q24_AF _Trust8
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Normal Q-Q Plot of Q30_Cog_Trust4
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Neormal Q-Q Plot of Q36_Justiced
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Normal Q-Q Plot of Q46_LOM_BGT1

Normal Q-Q Plot of Q47_LOM_BGT2

£ " |
= o 7 | 3
Observed Value ;
Normal Q-Q Plot of Q49_LOM_BGT4
Normal Q-Q Plot of Q48_LOM_BGT3 .
2 -
[ -
z 3
=S o
3 z2
3 o E 1
% 2 0
w -4 I.IJ _3-
T T T T T T T -4
0 L 2 3 6 T T T T T T T
Observed Value 0 L 2 3 4 5 §
Observed Value
Normal Q-Q Plot of Q52_LOM_MTV3
o
= Normal Q-Q Plot of Q54_LOM_QTY2
E 11 2
= —
o [
= 0+ E 1
3 5
g - -4
@ ) - a
o H -1
I.I:j -2 o -
§21 o
-39 o
T T T T T T T »x -3
0 1 2 3 4 5 6 ] o
Observed Value T T T T T

Observed Value

255



Normal Q-Q Plot of Q56_LOM_SCS81
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Normal Q-Q Plot of
Q64_LOM_DCN3

Normal Q-Q Plot of Q65_LOM_DCN4
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APPENDIX 10.10 STANDARD REGRESSION WEIGHT TABLE

Standardized Regression Weights

Estimate

1 | Q27 _Cog_Trustl | <- | F1_TRUST 0.848
2 | Q18 AF_Trust2 | <-| F1_TRUST 0.768
3 | Q21_AF Trust5 | <--| F1_TRUST 0.790
4 | Q25 AF Trust9 | <--| F1_TRUST 0.837
5 | Q23_AF_Trust7 | <--| F1_TRUST 0.795
6 | Q19 _AF_Trust3 | <-| F1_TRUST 0.767
7 | Q30 _Cog_Trustd | <- | F1_TRUST 0.807
8 | Q31_Cog_Trust5 | <--| F1_TRUST 0.813
9 | Q20_AF Trust4 | <--| F1_TRUST 0.729
10 | Q28 Cog_Trust2 | <--| F1_TRUST 0.775
11 | Q22_AF_Trust6 | <--| F1_TRUST 0.744
12 | Q29 Cog_Trust3 | <-- | F1_TRUST 0.725
13 | Q24 _AF Trust8 | <--| F1_TRUST 0.751
14 | Q17 _AF _Trustl | <--| F1_TRUST 0.646
15 | Q26_AF_Trustl0 | <-- | F1_TRUST 0.733
0.769

1 | Q13_Equity2 <--| F2_PEQUITY 0.814
2 | Q15_Equity4 <--| F2_PEQUITY 0.770
3 | Q14 _Equity3 <--| F2_PEQUITY 0.799
4 | Q16_Equity5 <--| F2_PEQUITY 0.734
5 | Q12 _Equityl <--| F2 PEQUITY 0.845
0.792

1 | Q81_AF_COMMS5Y <-- | F3_AFCOM 0.545
2 | Q80_AF_COMM4 | <--- | F3_AFCOM 0.774
3 | Q83 _AF_COMM7i <--- F3_AFCOM 0.540
4 | Q79 _AF_COMM3| <-- | F3_AFCOM 0.745
5 | Q84 AF_COMMS8| < | F3_AFCOM 0.676
6 | Q77_AF_COMM1| <- | F3_AFCOM 0.790
0.678

1 | Q66 LoM DCN5 | <--| F4LoMDCN 0.731
2 | Q65LoM DCN4 | < | F4 LoMDCN 0.545
3 | Q64 LoM DCN3 | <--| F4 LoMDCN 0.614
4 | Q67 LoM DCN6 | <--| F4 LoMDCN 0.768
5 | Q68 LoM DCN7 | <-| F4 LoMDCN 0.641
6 | Q69 LoM DCN8 | <--| F4 LoMDCN 0.653
0.659

1 | Q35 Justice3 <-- F5 DJustice 0.913
2 | Q36_Justiced <-- F5 DJustice 0.900
3 | Q37_Justiceb <-- F5 DJustice 0.830
4 | Q34 Justice2 <-- F5 DJustice 0.834
5 | Q33 Justicel <-- F5 DJustice 0.795
0.854

1 | Q58 LoM IMP1 | <--| F6LoMMP 0.760
2 | Q60 LoM IMP3 | <--| F6LoMMP 0.862
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3 | Q59 LoM IMP2 | <--| F6LoMMP 0.791
4 | Q61LOM IMP4 | <-—| F6LOMMP 0.800

0.803
1 | Q51LoM MTV2 |<-| F7LoMMTV 0.955
2 | Q52 LoM MTV3 | <- | F7 LoMMTV 0.917
3 | Q50 LoM MTV1 | <—| F7 LOMMTV 0.735

0.869
1 | Q71LoM RLT1 |<-| F8LOMRLT 0.824
2 | Q72LoM RLT2 | <-| F8LOMRLT 0.901
3 | Q76 LOM RLT6 | <--| F8LOMRLT 0.494
4 | Q73LoM RLT3 | <-| F8LOMRLT 0.549

0.692
1 | Q95 CNT_COMM| <- | F9 _CNCOM 0.837
2 | Q96_CNT_COMM| <-- | F9_CNCOM 0.817
3 | Q97_CNT_COMM| <-- | F9_CNCOM 0.638
4 | Q94 CNT_COMM| <— | F9_CNCOM 0.606

0.725
1 | Q40 LoM RCH2 | <-| F10LOMRICH 0.918
2 | Q41.LoM RCH3 | <--| F10LoMRICH 0.798
3 | Q39LoM RCH1 | <--| F10LoMRICH 0.812

0.843
1 | Q46 LoM BGT1 | <-| F11LoMBDGT 0.828
2 | Q47 LoM BGT2 | <-| F11LoMBDGT 0.749
3 | Q49 LoM BGT4 | <--| F11LoMBDGT 0.671

0.749
1 | Q89 NR_COMMS| < | F12 NRCOM 0.485
2 | Q91 NR_COMM7| <-- | F12_ NRCOM 0.487
3 | Q90 NR_COMMS| <-- | F12 NRCOM 0.660

0.544
1 | Q42.LoM EVL1r |<-| F13LoMEVL 0.362
2 | Q43 LoM EVL2r | <-| F13LoMEVL 0.269
3 | Q45L0M EVL4r | <--| F13LoMEVL 0.620
4 | Q44 L0oM EVL3r | <-| F13LoMEVL 0.858

0.527
1 | Q56 LoM SCS1 | <-| F14LoMSCS 0.819
2 | Q57 LoM SCS2 | <--| F14LoMSCS 0.913

0.866
1 | Q55LoM QTY3 |<-| F15LoMQTY 0.323
2 | Q54 LoM QTY2 | <--| F15LoMQTY 0.940

0.632
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APPENDIX 10.11 COVARIANCE CORRELATIONS OF THE MODEL

Estimate en2
F1_TRUST <-> | F2_PayEquity 0.261 0.068
F1_TRUST <-> | F3_Decisions -0.112 0.013
F1_TRUST <-> | F4_AFCM 0.511 0.261
F1 TRUST <-> | F5_Importance 0.129 0.017
F1_TRUST <> | F6_DJustice 0.499 0.249
F1 TRUST <--> | F7_Motivation 0.094 0.009
F1 TRUST <-> | F8_Relations 0.009 0.000
F1_ TRUST <-> | F9_CNOM 0.101 0.010
F1_ TRUST <--> | F10_Rich 0.141 0.020
F1_ TRUST <-> | F11_Budget 0.163 0.027
F1_ TRUST <-> | F12_EVIL 0.004 0.000
F1_ TRUST <-> | F13_ NRCM 0.374 0.140
F1 TRUST <-> | F14_Success 0.1 0.010
F1 TRUST <--> | F15 LoM Equity 0.084 0.007
F2_PayEquity | <> | F3_Decisions -0.188 0.035
F2_PayEquity | <-> | F4_AFCM 0.393 0.154
F2_PayEquity <-> | F5_Importance -0.012 0.000
F2_PayEquity | <-> | F6_DJustice 0.715 0.511
F2_PayEquity | <--> | F7_Motivation -0.061 0.004
F2_PayEquity | <-> | F8 Relations 0.037 0.001
F2_PayEquity | <-> | F9_CNOM -0.012 0.000
F2_PayEquity | <-> | F10_Rich 0.095 0.009
F2_PayEquity | <-> | F11_Budget 0.15 0.023
F2_PayEquity | <-> | F12 EVIL 0.019 0.000
F2_PayEquity | <> | F13 NRCM 0.203 0.041
F2_PayEquity | <--> | F14 Success 0.077 0.006
F2_PayEquity | <-> | F15LoM Equity -0.025 0.001
F3_Decisions <-> | F4_AFCM -0.15 0.023
F3_Decisions <> | F5_Importance 0.503 0.253
F3_Decisions <-> | F6_DJustice -0.215 0.046
F3_Decisions <-> | F7_Motivation 0.499 0.249
F3_Decisions <-> | F8 Relations 0.415 0.172
F3_Decisions <-> | F9_CNOM 0.11 0.012
F3 Decisions <-> | F10_Rich 0.344 0.118
F3 Decisions <-> | F11_Budget 0.017 0.000
F3_Decisions <-> | F12_EVIL 0.058 0.003
F3_Decisions <-> | F13_NRCM -0.019 0.000
F3 Decisions <-> | F14_Success 0.399 0.159
F3 Decisions <-> | F15 LoM Equity 0.312 0.097
F4 AFCM <-> | F5_Importance 0.093 0.009
F4_AFCM <> | F6_DJustice 0.451 0.203
F4_AFCM <--> | F7_Motivation 0.083 0.007
F4 AFCM <--> | F8_Relations -0.013 0.000
F4 AFCM <-> | F9_CNOM 0.03 0.001
F4 AFCM <-> | F10_Rich 0.163 0.027
F4_AFCM <> | F11_Budget 0.146 0.021
F4 AFCM <-> | F12_EVIL 0.039 0.002
F4 AFCM <-> | F13_NRCM 0.52 0.270
F4 AFCM <-> | F14_Success 0.186 0.035
F4_AFCM <-> | F15 LoM Equity 0.151 0.023
F5 Importance | <--> | F6_DJustice 0.063 0.004
F5_ Importance | <--> | F7_Motivation 0.447 0.200
F5_ Importance | <--> | F8_Relations 0.176 0.031
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F5 Importance | <> | F9_CNOM 0.159 0.025
F5_ Importance | <--> | F10_Rich 0.585 0.342
F5_Importance | <--> | F11_Budget 0.044 0.002
F5 Importance | <--> | F12 EVIL 0.265 0.070
F5 Importance | <--> | F13 NRCM -0.003 0.000
F5 Importance | <--> | F14 Success 0.457 0.209
F5_Importance | <--> | F15LoM Equity 0.291 0.085
F6_ DJustice <--> | F7_Motivation -0.009 0.000
F6_DJustice <-> | F8_Relations 0.045 0.002
F6_DJustice <-> | F9_CNOM 0.006 0.000
F6_DJustice <--> | F10_Rich 0.119 0.014
F6_DJustice <-> | F11_Budget 0.238 0.057
F6_DJustice <-> | F12_EVIL -0.025 0.001
F6_DJustice <-> | F13_NRCM 0.284 0.081
F6_DJustice <-> | F14_Success 0.13 0.017
F6_DJustice <-> | F15 LoM Equity -0.023 0.001
F7 Motivation | <--> | F8_Relations 0.288 0.083
F7_Motivation | <-> | F9_CNOM 0.13 0.017
F7_Motivation | <-> | F10_Rich 0.373 0.139
F7_Motivation | <--> | F11 Budget 0.123 0.015
F7 Motivation | <--> | F12 EVIL 0.086 0.007
F7_ Motivation | <> | F13_NRCM 0.094 0.009
F7_Motivation | <--> | F14_Success 0.515 0.265
F7 Motivation | <--> | F15LoM Equity 0.241 0.058
F8 Relations <-> | F9_ CNOM 0.065 0.004
F8 Relations | <-> | F10_Rich 0.211 0.045
F8_Relations <--> | F11 Budget -0.107 0.011
F8 Relations | <-> | F12 EVIL -0.16 0.026
F8_Relations <--> | F13_NRCM 0.197 0.039
F8 Relations <-> | F14_Success 0.424 0.180
F8 Relations <-> | F15 LoM Equity 0.009 0.000
F9_CNOM <-> | F10_Rich 0.095 0.009
F9_CNOM <> | F11_Budget -0.02 0.000
F9_CNOM <-> | F12_EVIL -0.058 0.003
F9_CNOM <-> | F13_NRCM 0.085 0.007
F9_CNOM <-> | F14_Success 0.189 0.036
F9_CNOM <--> | F15 LoM Equity 0.062 0.004
F10_Rich <-> | F11_Budget -0.108 0.012
F10_Rich <-> | F12_EVIL 0.346 0.120
F10_Rich <-> | F13_NRCM -0.129 0.017
F10_Rich <-> | F14_Success 0.478 0.228
F10_Rich <--> | F15 LoM Equity 0.254 0.065
F11 Budget <-> | F12 EVIL 0.038 0.001
F11 Budget <-> | F13 NRCM 0.195 0.038
F11 Budget <> | F14 Success -0.019 0.000
F11_ Budget <--> | F15 LoM Equity 0.108 0.012
F12 _EVIL <-> | F13_NRCM -0.512 0.262
F12 EVIL <-> | F14 Success 0.059 0.003
F12_EVIL <--> | F15 LoM Equity 0.078 0.006
F13_NRCM <-> | F14_Success 0.163 0.027
F13_NRCM <--> | F15 LoM Equity -0.032 0.001
F14 Success <--> | F15 LoM Equity 0.108 0.012

APPENIX 10.12 REGRESSION WEIGHTS RESULTS
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Estimate| S.E. C.R. P
Q27 _Cog_Trustl | <-- F1 TRUST 1
Q18_AF_Trust2 | <--- F1_TRUST 0.927 | 0.044| 20.835 | ***
Q21_AF_Trusts | <--- F1_TRUST 0.942 | 0.043| 21.665 | ***
Q25_AF_Trust9 | <--- F1_TRUST 1.038 | 0.043| 23.927 | ***
Q23_AF_Trust7 | <--- F1_TRUST 1.057 | 0.048 22 *hx
Q19_AF_Trust3 | <--- F1_TRUST 0.971 | 0.047| 20.792 | ***
Q30_Cog_Trust4 | <--- F1_TRUST 0.983 | 0.044| 22.489 | ***
Q31_Cog_Trust5 | <--- F1_TRUST 0.982 | 0.043| 22.768 | ***
Q20_AF_Trust4 | <--- F1_TRUST 0.905 | 0.047| 19.237 | ***
Q28_Cog_Trust2 | <--- F1_TRUST 0.9 0.039| 23.377 | ***
Q22_AF_Trusté | <--- F1_TRUST 0.918 | 0.046| 19.788 | ***
Q29_Cog_Trust3 | <--- F1_TRUST 0.878 | 0.046| 19.115 | ***
Q24_AF_Trust8 | <--- F1_TRUST 0.966 | 0.048| 20.141 | ***
Q17_AF_Trustl | <--- F1_TRUST 0.833 | 0.051| 16.214 | ***
Q26_AF_Trustl0 | <--- F1_TRUST 0.901 | 0.046| 19.4 kk
Q13 _Equity2 <--- F2_PayEquity 1
Q15_Equity4 <--- F2_PayEquity 0.932 | 0.051| 18.234 | ***
Q14_Equity3 <--- F2_PayEquity 0.968 | 0.037| 26.2 kk
Q16_Equity5 <--- F2_PayEquity 0.862 | 0.05 | 17.121 | ***
Q12_Equityl <-- F2_PayEquity 1.003 | 0.049| 20.377 | ***
Q81_AF_COMMS5| <--- F4_AFCM 1
Q80_AF_COMM4 | <--- F4_AFCM 1.429 | 0.124| 11.536 | ***
Q83_AF_COMMT7I <--- F4_AFCM 1.054 | 0.086| 12.292 | ***
Q79 _AF_COMMS3| <--- F4_AFCM 1.507 | 0.134| 11.27 | ***
Q84_AF_COMMS8| <--- F4_AFCM 1.422 |0.131| 10.825 | ***
Q77_AF_COMM1 | <--- F4_AFCM 1.814 | 0.154| 11.746 | ***
Q66 LoM DCN5 | <--- F3_Decisions 1
Q65 LoM DCN4 | <--- F3_Decisions 0.768 | 0.065| 11.873 | ***
Q64 LoM DCN3 | <--- F3_Decisions 0.928 | 0.066| 14.091 | ***
Q67 LoM DCN6 | <--- F3_Decisions 1.017 | 0.068| 15.029 | ***
Q68 LoM DCN7 | <--- F3_Decisions 0.878 | 0.069| 12.745 | ***
Q69 LoM DCN8 | <--- F3_Decisions 0.872 | 0.067| 12.989 | ***
Q35 Justice3 <-- F6_DJustice 1
Q36_Justiced <-- F6_DJustice 1.03 |0.032] 31.835 | ***
Q37_Justiceb <-- F6_DJustice 0.952 | 0.036| 26.431 | ***
Q34 Justice2 <-- F6_DJustice 0.937 | 0.035| 26.642 | ***
Q33_Justicel <--- F6_DJustice 0.863 | 0.036| 24.109 | ***
Q58 LoM IMP1 <--- F5_Importance 1
Q60 LoM IMP3 <--- F5_Importance 1.12 | 0.057| 19.604 | ***
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Q59 LoM IMP2 <-- F5_Importance 1.11 | 0.062| 17.943 | ***
Q61 LoM IMP4 <-- F5_Importance 1.237 | 0.068| 18.163 | ***
Q51 LoM MTV2 | <--- F7_Motivation 1

Q52 LoM MTV3 | <-- F7_Motivation 0.997 | 0.03 | 33.754 | ***
Q50 LoM MTV1 | <--- F7_Motivation 0.755 | 0.035| 21.608 | ***
Q71 LoM RLT1L | <-- F8 Relations 1

Q721oM RLT2 | <--- F8_Relations 1.126 | 0.057| 19.704 | ***
Q76 LoM RLT6 | <--- F8_Relations 0.657 | 0.06 | 11.007 | ***
Q73LoM RLT3 | <--- F8_Relations 0.701 | 0.057| 12.392 | ***
Q95_CNT_COMM| <--- F9_CNOM 1

Q96_CNT_COMM| <--- F9_CNOM 0.967 | 0.055| 17.628 | ***
Q97_CNT_COMM| <--- F9_CNOM 0.764 | 0.054| 14.109 | ***
Q94_CNT_COMM| <--- F9_CNOM 0.746 | 0.056| 13.333 | ***
Q40 LoM RCH2 | <--- F10_Rich 1

Q41 LoM RCH3 | <--- F10_Rich 0.759 | 0.034| 22.335 | ***
Q39 LoM RCH1 | <--- F10_Rich 0.85 | 0.037| 22.943 | ***
Q46 LoM BGT1 | <--- F11_Budget 1

Q47 LoM BGT2 | <--- F11_ Budget 0.958 | 0.067| 14.289 | ***
Q49 LoM BGT4 | <--- F11_Budget 0.762 | 0.057| 13.445 | ***
Q89_NR_COMM5| <--- F13_NRCM 1

Q91_NR_COMMY7| <--- F13_NRCM 0.924 | 0.129| 7.147 kx
Q90_NR_COMMS6| <--- F13_NRCM 1.27 |0.155| 8.172 kx
Q43 LoM EVL2r | <-- F12_EVIL 1

Q45 LoM EVLA4r | <-- F12_EVIL 2.618 | 0.482| 5.436 | ***
Q44 LoM EVL3r | <--- F12_EVIL 3.328 | 0.655| 5.084 kk
Q56 LoM SCS1 | <--- F14 Success 1

Q57 LoM SCS2 | <--- F14_Success 1.128 | 0.062| 18.131 | ***
Q55 LoM QTY3 | <-- F15 LoM Equity 1

Q54 LoM QTY2 | <--- F15LoM Equity | 2.926 |0.919| 3.184 | 0.001
Q42 LoM EVL1r | <--- F12_EVIL 1.389 | 0.279| 4.985 kk
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APPENDIX 10.13 THE SOURCES OF QUESTIONNAIRE ITEMS

Source
Q# | source | CONSTRUCT Statement (Author/Year/Page
Q# no.)
. My salary is fair given my Tang et al.(2006),
12 1 Pay equity gualifications for my position. P482
| am satisfied with my pay when
13 2 Pay equity | compared with colleagues in Tang et al.(2006),
P482
my department.
| am satisfied with my pay when
14 3 Pay equity | compared with other -Fl,-zgg et al.(2006)
colleagues in my organisation.
| am satisfied with my pay when
15 4 Pay equity | compared with others at -Fl,-zgg et al.(2006),
comparable organisations.
| am satisfied with my pay when
16 5 Pay equity | compared with others Tang et al.(2006)
P482
colleagues at the labor market.
. | can trust my manager to make
17 1 Trustin sensible decisions for the future Cook and Wall
leader Y (1980)
of the organisation.
18 5 Trust in My manager seems to do an Cook and Wall
leader efficient job. (1980)
o | 5 |Twstn ||lelaue e e | pascnea
leader g yStry (1990).
me fairly.
20 4 Trust in My manager would never Padsakoff et al.,
leader deceive me for his own benefit. .| (1990).
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21 Trust in My manager can be relied on to | Padsakoff et al.,
leader serve my best interest® (1990).
My manager and I, have a
Trust in sharing relationship. We can .
22 leader both freely share our ideas, McAllister (1995).
feelings, and hopes.
| can talk freely to my manager
Trust in about difficulties | am having at .
23 leader work and how and know that McAllister (1995).
he/she will want to listen.
My manager and | would both
24 Trust in feel a sense of loss if one of us McAllister (1995).
leader was transferred and we would
no longer work together
If | shared my problems with my
o5 Trust in manager, | know he/she would McAllister (1995).
leader respond constructively and
caringly
My manager and | have both
26 Trust in made conS|d_erabIe emo_tlonal McAllister (1995).
leader investments in our working
relationship.
Trustin My manager approaches his job
27 with professionalism and McAllister (1995).
leader T
dedication
"EOAT 1T U T AT ACA
o8 Trust in rgcord, | see no reason to dOI_Jbt McAllister (1995).
leader his competence and preparation
for the job.
Trust in | can rely on my manager not to
29 make my job more difficult by McAllister (1995).
leader
careless work.
Most pgoplg, evgqthosp who .
30 Trust in AOAT 80 Al T OA &G\ Aister (1995)
leader manager, trust and respect him

as a coworker
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Other work associates of mine

31 10 Trust in who must mter_act W!th my McAllister (1995).
leader manager consider him to be
trustworthy
If people know more about my
Trustin manager and his background,
32 11 they would be more concerned | McAllister (1995).
leader ) :
and monitor his performance
more closely.
(Price and Mueller,
33 1 D JUSTICE | am fairly rewgr_d_e_d considering 1986)_ cited in
to my responsibilities. Hopkins and
Weathington, 2006
. o (Price and Mueller,
| am fairly rewarded in view of 1986) cited in
34 3 D.JUSTICE | the amount of my experience | .
have Hopkins and
' Weathington, 2006
(Price and Mueller,
| am fairly rewarded for the 1986) cited in
35 4 D.JUSTICE amount of effort | put forth. Hopkins and
Weathington, 2006
(Price and Mueller,
36 5 D JUSTICE | am fairly rewarded for the 1986) cited in
work | have done well. Hopkins and
Weathington, 2006
(Price and Mueller,
37 6 D JUSTICE | am fairly rewar(_jed for thg 1986)_ cited in
stressesand strains of my job. Hopkins and
Weathington, 2006
(Price and Mueller,
38 D JUSTICE | feel falr_ly satisfied with my 1986)_ cited in
present job. Hopkins and
Weathington, 2006
: : Tangand Chiu,
39 16 | LoM-Rich | want to be rich. 2003. P 27
40 14 | LoM-Rich Having a lot of money (being Tang and Chiu,

rich) is good.

2003. P 27
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Tang and Chiu,

41 15 | LoM-Rich It would be nice to be rich. 2003. P 27
Money undermines ethical Luna-Arocas and Li
42 | 5 |LoM-Evil y Ping tang, 2004, P
norms and standard of conduct. 339
People perform unethical acts to Luna-Arocas and Li
43 | 6 | LoM-Evil pie perior . Ping tang, 2004, P
maximize their monetary gains. 339
Luna-Arocas and Li
44 7 LoM-Evil Money is Evil. Ping tang, 2004, P
339
. Luna-Arocas and Li
45 8 LoM-Evil Th_e love of money is the root of Ping tang, 2004, P
evil.
339
Luna-Arocas and Li
46 1 LoM-Budget | | budget my money very well. Ping tang, 2004, P
339
Luna-Arocas and Li
a7 2 LoM-Budget | | use my money very carefully. | Ping tang, 2004, P
339
| pay my bills immediately to Luna-Arocas and L4
48 3 LoM-Budget 7 ) Ping tang, 2004, P
avoid interest or penalties. 339
| do financial planning or the Ll_Jna-Arocas and Li
49 4 LoM-Budget f Ping tang, 2004, P
uture.
339
50 12 | LoM-Motiv | am highly motivated by money. Tang and Chiu,

2003. P 27
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Money reinforces me to work

Tang and Chiu,

o1 11 JLoMMotiv | der. 2003, P 27
: | am motivated to work hard for | Tang and Chiu,
52 | 10 JLoMMotlv | oney. 2003. P 27
. : Luna-Arocas and Li
53 9 LoM-Equity Pe'ople in the same job should be Ping tang, 2004, P
paid equally.
339
. : Luna-Arocas and Li
54 | 10 | LoM-Equity | cOPl€in the same job should be oy o0 o004, p
paid based on merit.
339
Lower- level job with little Luna-Arocas and Li
55 11 | LoM-Equity | responsibility should be paid Ping tang, 2004, P
less. 339
Luna-Arocas and Li
56 12 | LoM-Success| Money is symbol of success. Ping tang, 2004, P
339
voa N A N 2 A & + A Luna-Arocas and Li
57 | 13 |LoM-Success | | AU OABOAOAT Cppiang 2004, P
achievement.
339
LoM- - Tang and Chiu,
58 1 Important Money isimportant. 2003. P 27
LoM- : Tang and Chiu,
59 2 Important Money is valuable. 2003. P 27
LoM- , Tang and Chiu,
60 | 3 | \mportant | Moneyis good. 2003. P 27
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LoM- . . Tang and Chiu,
61 Important Money is attractive. 2003. P 27
i Most people realize the extent
62 LOM. : that their lives are controlled by Added by the
Decision author
money.
Many times | feel that money Added by the
63 LoM- influences my important life
Decision - yimp author
decisions.
Unfairness in my pay equity Added by the
64 LoM- pushes me to take risky y
Decision decisions like leaving my author
organisation.
Switching from one company to | Added by the
LoM- . :
65 Decisi another because of higher equity| guthor
ecision . . .
is ethical in my view.
There is strong rglationship Added by the
66 LoM- between pay equity and my
Decision decision to leave/stay in my author
organisation.
Money is very important for Added by the
67 LoM- joining and leavin
Decision joining an g author
organisations.
. . Added by the
68 LoM- My tenure of service mainly y
Decision relies on pay equity. author
L " Added by th
69 LoM- My decision is very sensitive to ed by the
Decision pay equity. author
Money is important , but does | Added by the
LoM- - .
70 Decision not affect my decisions (revised | guthor

loading)
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Money would characterize my

Added by the

LoM- . : S
71 Relations working relationship with my author
leader.
, Added by the
72 LoM- Money has a strong influence on y
Relations my relationships at work. author
To stayfo_r Ior)g tenure service in | A y4eq by the
73 LoM- my organisation, pay equity Is
Relations more important than trusting my | @uthor
leader.
Distributive justice would Added by the
LoM- :
74 : enhance the quality of my author
Relations : L
relationship with my leader.
. Added by th
75 LoM- Money is important, but does not edbythe
Relations affect my trust in my leader. author
Most people believe that the Added by the
76 LoM- money is the basis of their h
Relations . ) author
relationships.
7 AR the st of my career it is. | Alen and Meyer,
Commitment st ot my 1990, P6
organisation.
8 AR organisation with peaple outsice | A1en and Meyer,
Commitment | ' peop 1990, P6
| really feel as if this
AF PN L iA o= A i A= ~ = o | Alenand Meyer,
& Commitment| | O¢AT EOACET T 0D 1995 pg
own.
80 AF This organisation has a great Allen and Meyer,

Commitment

deal of personal meaning for me.

1990, P6
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81 AF- y AT 160 £AAT A |Alenand Meyer,
Commitment | belonging to my Organization ® | 1990, P6
| think that | could easily become
g2 AF as attached to another Allen and Meyer,
Commitment | organisation as | am to this 1990, P6
one®.
83 AF y AT 160 AAAT 1 B Allenand Meyer,
Commitment | at my organisation ® 1990, P6
84 AF | do feel emotionally attached to | Allen and Meyer,
Commitment | this organisation ® 1990, P6
| 1 |NR e peomle hese dar | Alen and My,
Commitment pany Payl 1990, P7
too often.
86 NR 311ustAa:W:;1 2 tg?s Io'A\allﬁ‘tac:Sr(l?;/Ahecr)A Allen and Meyer,
Commitment away y 1990, P7
organisation ®
NR- Jumping from organisationto | ajian and Meyer,
87 : | OCAlI EOAOEI T Al
Commitment . 1990, P7
unethical to me ®
One of major reasons tontinue
to work for this organisation is
38 NR- that | believe that loyalty is Allen and Meyer,
Commitment | important and therefore feel a 1990, P7
sense of moral obligation to
remain.
If I got another offer for a better
89 NR- job elsewhere | would not feel it | Allen and Meyer,
Commitment | was right to leave my 1990, P7
organisation.
NR- | was taught t(_) pelleve in the Allen and Meyer,
90 value of remaining loyal to one

Commitment

organisation.

1990, P7
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NR-

Things were better in the days
when people stayedwith one

Allen and Meyer,

91 Commitment | organisation for most of their 1990, P7
careers.
NR- )=~-AI»I 60 EE!E --CAIIenandMeyer,
92 Commitment oAl BATU T ALO | 1990, P7
xI 1T AT 6 EO OAT OE ’
| am not afraid of whatmight
93 CN happen if I quit my job without Allen and Meyer,
Commitment | having another job one lined up | 1990, P6
®
o | 2 N, len and eyer
Commitment my org g '| 1990, P6
even if | wanted to.
Too much in my life would be
CN . . . Allen and Meyer,
95 Commitment disrupted if | depldgd | wanted to 1990, P6
leave my organisation now.
96 CN It would be too costly for me to | Allen and Meyer,
Commitment | leave my organisation now. 1990, P6
CN Right povy,stgymg with my Allen and Meyer,
97 , organisation is a matter of
Commitment : : 1990, P6
necessity as much as desire.
o | o |CM e e e P | alen and e,
Commitment SIce 9 1990, P6
organisation.
One of theserious consequences
99 CN of leaving this organisation Allen and Meyer,
Commitment | would be the scarcity of 1990, P6
available alternatives.
One of the major reasons |
continue to work for this
organisation is that leaving
100 e would require considerable Allen and Meyer,

Commitment

personal sacrifice i.e., another
organisation may not match the

overall benefits | have here.

1990, P6
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APPENDIX 10.14 Table pay equity, trust and O.C factors

aggregated to component and rotation

Factor No.
Description Item Extracted Rotation of CROBACH'S
Q.NO | Loading eigenvalue % Items Items | Alpha
I can trust my manager to make sensible
F1 TRUST 17 0.655 13.565 | 11.786 | decisions for the future of the organisation. 15 0.957
F1 18 0.839 My manager seems to do an efficient job.
| feel quite confident that my manager will
F1 19 0.808 always try to treat me fairly.
My manager would never deceive me for his
F1 20 0.792 own benefit.
My manager can be relied on to serve my best
F1 21 0.839 interest.
My manager and I, have a sharing
relationship. We can both freely share our
F1 22 0.772 ideas, feelings, and hopes.
I can talk freely to my manager about
difficulties I am having at work and how and
F1 23 0.82 know that he/she will want to listen.
My manager and | would both feel a sense of
loss if one of us was transferred and we would
F1 24 0.736 no longer work together
If | shared my problems with my manager, |
know he/she would respond constructively
F1 25 0.829 and caringly
My manager and | have both made
considerable emotional investments in our
F1 26 0.652 working relationship.
My manager approaches his job with
F1 27 0.876 professionalism and dedication
Given my manager’s track record, | see no
reason to doubt his competence and
F1 28 0.785 preparation for the job.
I can rely on my manager not to make my job
F1 29 0.743 more difficult by careless work.
Most people, even those who aren’t close
friends of my manager, trust and respect him
F1 30 0.794 as a co-worker
Other work associates of mine who must
interact with my manager consider him to be
F1 31 0.799 trustworthy
My salary is fair given my qualifications for
F2 Pay Equity | 12 0.726 7.884 6.677 | my position. 5 0.911
I am satisfied with my pay when | compared
F2 13 0.874 with colleagues in my department.
I am satisfied with my pay when | compared
F2 14 0.86 with other colleagues in my organisation.
I am satisfied with my pay when | compared
F2 15 0.871 with others at comparable organisations.
| am satisfied with my pay when | compared
F2 16 0.783 with others colleagues at the labor market.
Unfairness in my pay equity pushes me to take
F3 Decisions 64 0.756 3.523 5.625 | risky decisions like leaving my organisation. 6 0.835
Switching from one company to another
F3 65 0.822 because of higher equity is ethical in my view.
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There is strong relationship between pay
equity and my decision to leave/stay in my
F3 66 0.857 organisation.
Money is very important for joining and
F3 67 0.658 leaving organisations.
My tenure of service mainly relies on pay
F3 68 0.587 equity.
F3 69 0.528 My decision is very sensitive to pay equity.
AFCM I would be very happy to spend the rest of my
F4 77 0.603 4.717 6.619 | career with this organisation. 0.849
I really feel as if this organisation’s problems
F4 79 0.689 are my own.
This organisation has a great deal of personal
F4 80 0.769 meaning for me.
I don’t feel a strong sense of belonging to my
F4 81 0.854 Organization ®
I don’t feel like part of the family at my
F4 83 0.751 organisation ®
I do feel emotionally attached to this
F4 84 0.643 organisation ®
F5 Important | 58 0.848 2.803 5.107 | Money is important. 0.879
F5 59 0.838 Money is valuable.
F5 60 0.832 Money is good.
F5 61 0.779 Money is attractive.
I am fairly rewarded considering to my
F6 D.Justice 33 0.691 2.717 8.266 | responsibilities. 0.932
I am fairly rewarded in view of the amount of
F6 34 0.689 my experience | have.
I am fairly rewarded for the amount of effort |
F6 35 0.837 put forth.
I am fairly rewarded for the work | have done
F6 36 0.804 well.
I am fairly rewarded for the stresses and
F6 37 0.789 strains of my job.
F7 Motivation | 50 0.799 2.613 4.861 | | am highly motivated by money. 0.898
F7 51 0.919 Money reinforces me to work harder.
F7 52 0.87 I am motivated to work hard for money.
Money would characterize my working
F8 Relations 71 0.853 1.86 3.918 | relationship with my leader. 0.782
Money has a strong influence on my
F8 72 0.847 relationships at work.
To stay for long tenure service in my
organisation, pay equity is more important
F8 73 0.544 than trusting my leader.
Most people believe that the money is the
F8 76 0.789 basis of their relationships.
CNCM It would be very hard for me_to leave my
F9 94 0.719 1.804 3.071 | organisation right now, even if | wanted to. 0.814
Too much in my life would be disrupted if |
decided | wanted to leave my organisation
F9 95 0.866 NOw.
It would be too costly for me to leave my
F9 96 0.858 organisation now.
Right now, staying with my organisation is a
F9 97 0.763 matter of necessity as much as desire.

279




F10 Rich 39 0.806 1.533 5.009 | | wantto be rich. 0.877
F10 40 0.878 Having a lot of money (being rich) is good.
F10 41 0.868 It would be nice to be rich.
F11 Budget 46 0.855 1.426 3.023 | | budget my money very well. 0.792
F11 47 0.851 I use my money very carefully.
F11 49 0.772 I do financial planning or the future.
Money undermines ethical norms and
F12 Evil 42 0.635 1.239 2.334 | standard of conduct. 0.649
People perform unethical acts to maximize
F12 43 0.777 their monetary gains.
F12 44 0.558 Money is Evil.
F12 45 0.653 The love of money is the root of evil.
NRCM I | got another offer for a better job elsewhere
I would not feel it was right to leave my
F13 89 0.717 1.23 3.753 | organisation. 0.546
I was taught to believe in the value of
F13 90 0.525 remaining loyal to one organisation.
Things were better in the days when people
stayed with one organisation for most of their
F13 91 0.704 careers.
F14 Success 56 0.842 1.152 2.563 | Money is symbol of success. 0.856
F14 57 0.753 Money represents one’s achievement.
People in the same job should be paid based
F15 Equity 54 0.586 1.032 1.743 | on merit. 0.465
Lower- level job with little responsibility
F15 55 0.816 should be paid less.
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APPENDIX 10.15 Summarized diagram for structural model

Zscore(FLoM9_VS_DJSTC)

Vscore(LoM9 VS TotTRUST) as
Zscore(FLoM9_VS_PQTY) .60
o1 .49
.38
- .27
13
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4 -

.09
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A U
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:

Figure 6.3a: Structural model with five main latent constructs showing
all Hypothesized relationships

281



