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Abstract

This study aimed to examine the impact and the relationship between orga-
nizational justice and the intention to leave and investigate the effect of de-
mographic factors on study variables among the universities employees in
Egypt. Organizational justice is explained as perceived fairness in terms of
distributive justice, procedural justice, interactional justice, temporal justice
and spatial justice at workplace. The study differs from other studies because
of the research about employees working in private sector of higher education
in Egypt. A hypothesized framework was developed and tested using stepwise
multiple liner regression analysis on a sample of 438 academic staff and
knowledge employees at different private universities were selected for survey
and data were statistically tested by applying regression and correlation anal-
ysis. This study specifically, addressed the following questions: 1) What are
the effects of organizational justice on the employees’ intention to leave in the
private higher education sector in Egypt? 2) What are the effects of the de-
mographic factors on the organizational justice and intention to leave in the
private higher education sector in Egypt? The results of this study suggest
that the perceptions of high levels of organizational justice lead to decrease in
the level of intention to leave. The originality of this study contributes to the
intention to leave literature and managerial practice in Higher Education In-
stitutions by providing empirical evidence for the effects of demographic fac-
tors on organizational justice and intention to leave. The results revealed to
that all five justice dimensions and total organizational justice were negatively
significant to intention to leave. It can be concluded that age, educational lev-
el, university type and experience show the significant differences in intention
to leave. Otherwise, there are significant differences in organizational justice
among gender, age and experience among the employees worked in the pri-
vate higher education sector in Egypt.

DOI: 10.4236/0alib.1105539

Jul. 18, 2019

1 Open Access Library Journal


https://doi.org/10.4236/oalib.1105539
http://www.oalib.com/journal
https://doi.org/10.4236/oalib.1105539
http://creativecommons.org/licenses/by/4.0/

T. M. Monged et al.

Subject Areas

Anthropology, Sociology

Keywords

Demographic Factors, Organizational Justice and Intention to Leave

1. Introduction

The concept of justice has become an important construct in behavioral science
and management over the last decades, the concept of organizational justice has
become popular among the researchers of organizational justice in order to
achieve greater outcomes as productivity, performance and innovation which
lead to sustainable development. The HR practices at any organization can effec-
tively promote fairness in distributive, procedures and interactional relation-
ships among managers and employees in addition reward allocation to accom-
plish desired objectives in terms of quality and performance. The higher educa-
tion sector in Egypt is growing and becoming competitive, especially at private
sector which consists both of private universities and academies as they are op-
erating with an increasing force of quality of education to deal with both
non-profit and profit organizations.

Companies and organizations today are concerned with the human element
through their skills and knowledge, the intention to leave and actual turnover
are the most important issue that affects the organizations’ efficiency and causes
employees to move to another competitor through beneficiary of their expertise
and knowledge. There are various types and the forms of employees’ justice per-
ceptions have not been adequately examined and organizational justice is one of
the most important tools which enable organizations to reach success and excel-
lence. Moreover, this topic has not received enough attention, especially in the
Arab context. Therefore, the previous studies are not interested to use all types
of organizational justice namely distributive, procedural, interactional, temporal
and spatial. Through considerations of previous studies, there is a difference in
the view of the employees’ intention to leave, the information could mention to a
big problem which may lead to making employees to layoff and may affect to
lose the innovative staff, knowledge employees and the companies may lose their
intellectual capital at the same time. To fill the gap in the study, many studies
develop a lot of models which depend on the two of three dimensions of justice,
this study develops a model to explain the parallel effects of the five dimensions
of justice on employees’ intention to leave. Depending on the equity theory, we
propose that the five types of justice perceptions enhance and reduce employees’
intentions to leave. In other words, we argue that intention to leave affects the
five dimensions of justice.

This study aimed to examine how the perception of employees’ universities to
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organizational justice which may affect their readiness to quit the job and ana-
lyze the relationship between organizational justices which have a new dimen-
sions namely spatial and temporal justice that can lead the employees towards
intention to leave. A few researches have been conducted to examine the rela-
tionships among multiple dimensions of justice distributive justice, procedural
justice, interactional “interpersonal and informational justice”, temporal, spatial
justice and intention to leave. Moreover, studying this topic at the context of
universities is especially limited and does not exist in the Egypt setting. The
study used survey data to test the study hypotheses on a sample of 438 respon-
dents at enormous private universities and academies in Egypt (ie. Arab Acad-
emy for science, technology and maritime transport) as one of the largest acad-
emies in Egypt and one of the large Arab universities which has multiple
branches in Egypt. Thus, the current study may lead to new shadows with re-
spect to addressing the relationship of all dimensions of organizational justice

and its predictability towards the employees’ intention to leave the work.

1.1. Conceptual Framework

Many scholars have focused only on the two types of justice namely distributive
and procedural justice. The third type of justice interactional justice does not
have much attention as the previous to types. Although, distinction between
procedural and distributive justice as distinct dimensions was well supported in
the literature and in universities sitting [1]. In addition, there are two new di-
mensions appear recently “spatial and temporal justice” need more clarification
and explanation. [2] mentioned to the new dimensions, this study needs to ex-
amine the structures of organizational justice: distributive, procedural, interac-
tional, temporal and spatial justice as distinct dimensions. There is little agree-
ment on the dimensions of interactional, spatial and temporal justice and it is
one of our goals to examine the empirical merit of the distinction among these

three types of organizational justice.

1.1.1. Distributive Justice

Many of Researchers called distributive justice as the first component of justice
because it has to do with the allocations or outcomes that some get and others
do not. Distributive justice is concerned with the reality that not all workers are
treated like the allocation of outcomes is differentiated in the workplace. Indi-
viduals are concerned with whether or not they received their “just share.”
Sometimes things are distributive just, as when the most qualified person gets

promoted.

1.1.2. Procedural Justice

Refers to the means by which outcomes are allocated, but not specifically to the
outcomes themselves. Procedural justice establishes certain principles specifying
and governing the roles of participants within the decision-making processes. A

just process is one that is applied consistently to all, free of bias, accurate, repre-
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sentative of relevant stakeholders, correctable, and consistent with ethical
norms. Procedural justice seems to be essential to maintaining institutional va-

lidity.

1.1.3. Interactional Justice

A person is interactional just if he or she appropriately shares information and
avoids rude or cruel remarks. In other words, there are two aspects of interac-
tional justice as [3] mentioned. It was divided two parts the first part called in-
formational justice refers to whether one is truthful and provides adequate justi-
fications when things go badly. The second part called interpersonal justice, re-

fers to the respect and dignity with which one treats another.

1.1.4. Temporal Justice

[4] introduced the concept of justice in the distribution of time Temporal justice
in organization sitting reflect to what extend that organization takes care of em-
ployees about the fair distribution of time as a resource and how to distribute the
work time between all categories of employees. Temporal justice recognized as a
part of distributive justice but we must distinguish that it not related with the

comparison ratio of inputs to outputs as in the equity theory.

1.1.5. Spatial Justice
It means the perception with the geographical distance of the resources among
different branches, campuses and units of the organization based on geographi-

cal distance [5].

1.1.6. Intention to Leave
Turnover intention can be described as an individual’s behavioral intention and
can be defined as “the extent to which an employee plans to leave the organiza-
tion”. [6] divided the reasons of employee turnover to three types the first one
factors related to work environment as job satisfaction, salaries and perfor-
mance; the second one factors related to employees as age, education, gender;
and third factors are external as unemployment rate and presence of trade un-
ion. More than study argued and mentioned [7] [8] that the main problem is the
increase in actual turnover which has negatively affected private and public or-
ganizations by reducing efficiencies and increasing costs. [9] categorized the quit
or turnover as voluntary or involuntary. Voluntary turnover is when Employees
decide to leave the organization on their own choice while involuntary turnover
happens when the organization decides to make some of the employees redun-
dant or lay them off. [10] mentioned the involuntary turnover is often good for
the interest of the organization but voluntary turnover is considered very de-
structive to the organization’s stability. The employees in Egypt is more asso-
ciated with voluntary turnover via the organization offers which considered as a
mix between voluntary or involuntary.

Although the numerous studies have been conducted in the Western and

Arab context on types of justice but there is no study has tried to investigate the
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relationship between organizational justice (distributive, procedural, interac-
tional, temporal and spatial) and intention to leave with the effect of demo-
graphic factors in Egypt environment which can enhance performance, produc-
tivity to keep the sustainable of the university. This study aims to identify the
impact of organizational justice dimensions on intention to leave moreover,
identify justice among the employees in the private higher education sector in

Egypt on the other hand, Identify the extent of the impact of the employee

demographic and job variables on both of study variables organizational justice

and intention to leave. Some specific objectives can be summarized as:

* Measure the level of justice.

* Measure the level of intention to leave among the employees.

* Investigate the association between perceived justice among employees and
their intention to leave.

* Examine the effects of demographic variables gender, age, marital status,
education level, university type, experience and designation) on both study
variables organizational justice and intention to leave.

The research questions could be summarized into the following questions:

Q1: What are the effects of organizational justice on the employees’ intention
to leave in the private higher education sector in Egypt?

Q2: What are the effects of the demographic factors on the organizational jus-
tice and intention to leave in the private higher education sector in Egypt?

2. Literature Review and Development Hypotheses

2.1. Relationship between Organizational Justice and Intention to
Leave

The overall organizational justice has a predictive effect on employees’ intention
to quit [11] [12], however [13] in their study found that the procedural and dis-
tributive justice has significant influence on intention to leave and the interac-
tional justice has no significant influences on the turnover intention. While [14]
concluded that lower levels of both distributive and procedural justice predicted
higher turnover intentions, controlling for gender and job tenure and they found
that Procedural justice has a stronger relationship with turnover intentions than

distributive justice.

2.2. Demographic Factors, Organizational Justice and Intention to
Leave

The demographic variables as “gender, age, educational level and marital status”
and job variables as “university type, length of experience and designation” were
used in literature and there was a relationship among these variables and both of
independent and dependent variables. Although there is a researcher found no
main effect of gender on the perceived fairness as [15]. [16] found little effect of
demographic variables on justice perceptions. [17] revealed to that organization-

al justice affect by all demographic factors as (Gender, age, marital status, expe-
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rience, qualifications, and job) and there are significant differences in the feeling
of organizational justice due to demographic factors and the highest demo-
graphic variable is marital status and the lowest one is Age in Ministry of Health
in Amman. On the other hand the highest perception of justice for distributive
justice followed by procedural and the lowest one was interactional justice. The
same study proceeded in turkey to determine the relationship between organiza-
tional justice and job satisfaction among teachers at schools [18] this study re-
vealed to that the interactional justice comes first followed by procedural justice
and lastly distributive justice in the primary school teachers in turkey. On the
other hand there was not a statistical significant relationship between organiza-
tional justice types and demographic factors as gender, professional seniority,
Age and marital status but both of procedural and interactional justice were af-
fected by the duration of working at the same school especially for the level of
newcomers. [19] also believed that the most cause of turnover was demographic
characteristic there are similar interaction effects involving gender found in
other study [20].

Many studies relating demographic factors to the organizational justice in the
European context [21] [22] concluded that there is no statistically significant
difference among gender, age, education level and marital status and the dimen-
sions of justice namely distributive, procedural, interactional justice. The find-
ings of [23] mentioned that a significant relationship between age, income, and
turnover intentions; however, the relationship between education, gender, and
length of tenure was not statistically significant. On the other hand, [24] con-
cluded that both association between (age and experience) and intention to leave
was negatively significant However educational level was correlated positively
with intention to leave in the large private hospitals in turkey. Moreover, [25]
revealed that there is a significance positive relationship between demographic
factors and the anti of intention to leave “retention” in the private universities in
Bahrain except educational level and occupation. That means gender, marital
status, age and experience are insignificant with intention to leave. On the other
hand the demographic factors as Age and experience have effect on the four
types of justice interpersonal, informational, procedural, distributive and total
justice however the educational level effect on all types of justice except inter-
personal justice was not significant. They revealed to that males, singles, and in-
dividuals less than 40 years and those whom less than 11 years of work have
significant positive relationship with intention to leave. [26] concluded to that
income and organizational tenure have significant differences on intention to
leave among nurses in Malaysian public hospitals. While the age, marital status,
educational level and tenure have not significant differences. Therefore, this
study set out to add an applied study to the current conceptual base, relating to
the effect of demographic and job variables like age, marital status, tenure, edu-
cational level, university type and gender to organizational justice in the private

higher education sector in Egypt. The considerations above can be summarized
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in the following hypothesis:

H1: There is a negative significant relationship of the types of organizational
justice on intention to leave.

H2: There is a significant effect of demographic variables “Age, gender, uni-
versity level, educational level, marital status, experience, designation” on all
types of organizational justice.

H3: There is a significant effect of demographic variables “Age, gender, uni-
versity level, educational level, marital status, experience, designation” on the
intention to leave.

This study was intended to investigate the relationship between the dimen-
sions of organizational justice and employees’ intention to leave in addition to
the effect of demographic factors on organizational justice and intention to
leave. (As shown in Figure 1), therefore quantitative research design is more
appropriate for developing a framework of present study. The data which were
gathered in March to May 2018 from the employees of private universities in

Egypt are analyzed via SPSS 22.0 the proposed model is shown in Figure 1.

3. Methodology
3.1. Participants

This study focused on multilevel segment of employees and managers worked at
13 private universities in addition to academies in Egypt. The target population
of this study was selected from the population of worked employees at the uni-
versities in Egypt, the staff members and knowledge employees employed at
higher education private sector in Egypt at private universities and academies
(Vice presidents, Deans, deputies, academicians, mangers, supervisors and
knowledge employees) contains a group of professionals who have worked and
experienced to study the framework of relationship between organizational jus-
tice and intention to leave. Therefore, the study focus on the people who worked
at higher education sector at academies and private universities at all depart-

ments, colleges and administrations which own the capability and facilities with

Demographic Factors

Overall Organzational Justice

Distributive justice

Procedural justice Intention to Leave

Interactional justice

Temporal justice

Spatial justice

Figure 1. Conceptual model.
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all levels. The number of universities and academies that participated to this
study were ten private universities also three academies. the currently population
is over 46,607 individuals enrolled throughout the private universities system,
the population of the private universities contains of 7851 Academicians and
staff member in addition to 29,441 employed members. Then again, the staff
members at academies were 1961 and the non-academicians were 7354. The
population consists of all majority at the universities the type of gender, social
military, age, educational level, tuner and job level, those employees selected
from more than governance around the Arab Republic of Egypt, they partici-
pated from six cities in Egypt as the following: Alexandria, Cairo, Giza, Port
Said, Tanta and Aswan. The participated universities and academies to this study
were from Misr international university, Pharos University, Egypt-Japan Uni-
versity, Germany University, British University, French University, American
University, El-Shorouk Academy, Delta University, Nile University, Arab
Academy for Science and Technology, Sadat Academy and lastly international

academy for engineering and media science.

3.2. Procedural

The study instrument was developed in English and translated into Arabic by
the researcher. The translated Arabic version of the instrument was translated
back into English by one of our colleagues who is an expert in both the languag-
es Arabic and English, which was later compared with the original English ver-
sion. A few variations between the two versions were found and corrected ac-
cordingly. The semi-final instrument was given to ten Mangers and staff mem-
ber, five in Arabic language and five in English language, selected by the re-
searcher to pilot and test it further. Given the feedback from the piloted
employees the final instrument was prepared and sent out to target sample. All
instruments were modified according to the context of Arab world in private
educational sector in universities in Egypt environment. Although, the original
instruments were valid and reliable it was important to find out the validity and
reliability of the modified instruments in Egyptian context. For this purpose,
under the guidance of a panel of experts, the draft instruments were modified
with reference to the language clarity of items professional authenticity and
university context. The panel of experts consisted of six university staff, man-
agers and knowledgeable employees having specialization knowledge in educa-
tional administration, organizational behavior, and educational research. A
self-administered questionnaire in Arabic with a cover letter stating the purpose
of the survey, was mailed to each potential respondent employed at any private
university or academy. The Google form allowed to all respondents were asked
to send the completed questionnaire back to the researcher. We almost sent out
3700 questionnaires in the initial mailing. A follow-up mailing with the same
questionnaire attached took place 3 months after the initial mailing. Finally, 438
completed questionnaires were received, representing a response rate of 11.83%.
Such a response rate can be considered acceptable given that it has been noted
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that the response rate of mailed surveys in Egypt was the lowest among various
countries [27]. The study used demographic data career and sector variables as
control variables. Gender were measured using two scales, marital status was
measured using four scales, education level was measured using five scales, age
was measured using five scales, experience or tenure were measured using six

scales and designation were measured using seven different scales.

4. Tools and Measures

4.1. Measurement of Organizational Justice

Organizational justice was the independent variable of the study. Based on the
review of literature Organizational justice is measured by the scale created by
[28] scale was adapted for this particular study. The scale measures organiza-
tional justice across its three dimensions distributive justice, procedural justice
and interactional justice. The Cronbach’s alpha coefficient of the reliability of
this scale was 0.95, the researcher Added the two new construct namely temporal
and spatial justice respectively which measured by the scale created by [2]. The
Organizational Justice Scale, the number of items were 22 after deleted all items
that were inapplicable and going with validity and reliability. All items use a
5-point scale with anchors of 1 (strongly disagree) to 5 (strongly agree). The to-
tal number of items in the modified Organizational Justices became 22 as against
24 items in the original scale. Considering the university setting: 1) Distributive
Justice included 3 Items; 2) Procedural Justice included 4 Items; 3) interactional
Justice included 8 Items; with the addition of three new items to 4) temporal
Justice and 5) spatial were included 4 items. The temporal justice and spatial jus-
tice were measured by using the scale developed by [2] they developed these two
scales by a careful conduction of focus group. Temporal justice covers office
timings, Marital time and personal time, whereas, spatial justice covers resource
distance and budget discrimination as predictor. Temporal justice comprises of
4 items and spatial justice 3 items scale. Cronbach’s Alpha coefficients were used
to assess internal consistency and the reliability measures in this current study
had Cronbach’s alpha coefficients ranging as 0.953 for total organizational jus-
tice and 0.865 for intention to leave respectively. The validity was tested by using
Pearson’s Coefficient of Correlation between each type of justice, the validity
values were 0.663 for distributive justice, 0.856 for procedural justice, 0.876 for

interactional justice, 0.502 for temporal justice and 0.62 for spatial justice.

4.2. Measurement of Intention to Leave

The Intention to leave is measured by the scale created by ([29], cited in [30]).
The scale measures Intention to leave across its five questions. It was the second
dependent variable of the study. Based on the review of literature Intention to
leave is measured by the scale created by [29] scale was adapted for this particu-
lar study. The Intention to leave was measured with five items (Ze, “If I have a

good opportunity, I would like to find another job”, and “I do not enjoy this job

DOI: 10.4236/0alib.1105539

9 Open Access Library Journal


https://doi.org/10.4236/oalib.1105539

T. M. Monged et al.

and have been searching for other positions”). The pilot study revealed to the re-
liability of Intention to leave variable was 0.865 after we deleted the question
number 4 and 5 “Layoffs are a typical occurrence around here”, and “People of-
ten get fired from this organization without good reason” which made Cron-
bach’s Alpha at the large percentage when item deleted. The Number of Items
after deleted questions were 3 questions and the correlation between the dimen-
sion and the item variable ranged from 0.863 to 0.91 with significant level 0.01.
After we test the reliability and demonstrate and eliminated the unnecessary
items the total number of the items of questionnaire was 25 item.

The data was provided by choosing an answer to every item and statement
from a 5-point scale, where: “1 = strongly disagree”; “5 = strongly agree”. All
constructs tested and found to be acceptable for dimension analysis with KMO >
0.5 and significance < 0.001. Of the sampling adequacy the measure gives us how
our data are suited for Dimension Analysis. KMO values more than 0.6 indicate
the sampling is adequate and sufficient. Kaiser-Meyer-Olkin measure of sam-
pling adequacy and Bartlett’s Test of Sphericity for organizational justice
amounted (KMO = 0.90; X2 = 7845.118; p < 0.001) and the amounted of inten-
tion to leave was (KMO = 0.703; 32 = 398.387; p < 0.001) performed by the me-
thod of Principal Component Analysis with Varimax Rotation. The demograph-
ic data divided to sector (1 = academies; 2 = private universities), gender (1 =
male; 2 = female), Marital status (1 = single; 2 = married; 3 = divorced; 4 = wi-
dow), educational level (1 = bachelor; 2 = postgraduate diploma; 3 = Master de-
gree; 4 = PhD), age (1 =26 - 34; 2 = 35 - 44; 3 = 45 - 53; 4 = more than 54 years),
experience (1 = 5 years; 2 = From 6 - 10 years; 3 = From 11-15 years; 4 = From
16 - 20 years; 5 = From 21 - 25 years; 6 = more than 25 years), job position or
designation (1 = Vices President; 2 = Deans/Deputies; 3 = Heads of Depart-
ments/Deputies; 4 = Academicians/Associates; 5 = Mangers/Supervisors; 6 =

Specialists’ employees; 7 = others).

5. Methods
5.1. Sample

The questionnaire sent out to the respondents via electronic mail and whats App
application approximately 3700 questionnaires were distributed and 438 ques-
tionnaires were answered and returned. The reaction of the survey covered 438
respondents which included all categories worked at the universities. The par-
ticipants were classified into seven ranks: Vice President (N = 14), Deans or their
Deputies (N = 44), Heads of Departments their Deputies (N = 47), Academi-
cians or their Associates (N = 165), Mangers/Supervisors (N = 102), Specialists’
employees (N = 50) and others (N = 16). They were mainly recruited from thir-
teen private academies and universities around six cities in Egypt. The different
categories of employees, mangers and staff have different perception of justice
and intention to leave it may be different for each level. The researcher allocated

the sample by using the table to determine the sample size for a given population
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size [31] cited in [32]. The majority of employees who participated in this survey
represented academies (82.4%) and private universities (17.6%). Among the
respondents, the majority were gender employees men (71.7%) and female
(28.3%). Within marital status single (13.7%), married (81.7%), divorced (3.2%)
and widow (1.4%). Within Educational level bachelor (5.9%), postgraduate dip-
loma (4.1%), Master degree (41.1%) and 48.4% were a PhD holder. age range of
26 - 34 (22.8%), 35 - 44 (39.7%), 45 - 53 (24.7%) and more than 54 years
(12.8%).With work experience at university 5 years (10.5%), from 6 - 10 years
(19.9%), 11 - 15 years (20.5%), 16 - 20 years (20.3%), 21 - 25 years (16.4%) and
more than 25 years (12.3%). Holding managerial positions were (47.2%) in-
cluded vices president, deans, deputies, heads of departments and supervisors),
academicians and their associates were (37.7%) and non-managerial positions

including specialists and others (15.1%).

5.2. Data Analysis

The descriptive statistics for the perceptions regarding distributive Justice are
presented for example item # 3 with distributive justice measurement “I feel that
my job responsibilities are fair” has the highest Mean score (Mean = 3.5, SD =
1.076) the range of Mean scores weighted from 3.42 to 3.5 and the distributive
justice has a high level of justice dimensions (Mean = 3.46, SD = 0.972). Item # 3
with Procedural justice measurement “Job decisions are made by supervisor in
an unbiased manner” has the highest Mean score (Mean = 3.48, SD = 1.238).
The range of Mean scores weighted from 2.9 to 3.48, the level of procedural jus-
tice was medium (Mean = 3.31, SD = 0.98). on the other hand, the interactional
Justice shows that, item # 2 with interactional justice measurement “My manager
treats me with respect and dignity” has the highest Mean score (Mean = 4.12, SD
= 1.034). The range of Mean scores weighted 3.24 to 4.12 and the level of Inte-
ractional justice was a high level (Mean = 3.59, SD = 0.999).

The descriptive statistics for the perceptions regarding Temporal Justice
shows that, item # 3 with Temporal justice measurement “My job makes me
spent the time with spouse and children” has the highest Mean score (Mean =
3.01, SD = 1.184) The range of average scores was between 2.78 to 3.01 and
overall the level of Temporal justice was medium (Mean = 2.86, SD = 1.126). Fi-
nally, the item # 2 with Spatial justice measurement “Facilities and Geographical
distance are available” has the highest Mean score (Mean = 4.17, SD = 1.019).
The range of average scores from 2.47 to 4.17 and overall the level of Spatial jus-
tice was medium (Mean = 3.29, SD = 0.945).

The overall organizational Justice Perceptions in the private higher education
sector in Egypt has Mean score (Mean = 3.37, SD = 0.736). Overall the level of
organizational Justice Perceptions was medium. In addition to above the em-
ployees’ intention to leave shows that, item # 1 with intention to leave measure-
ment “If I have a good opportunity, I would like to find another job” has the
highest Mean score (M = 3.22, SD = 1.348). The range of Mean scores of this
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dimension was from (2.73 to 3.22) and overall the level of intention to leave va-
riable was medium (M = 2.896, SD = 1.189). Table 1 shows the descriptive sta-
tistics to all study variables.

In order to see which dimensions of organizational justice are played the most
important role in predicting intention to leave, the correlation test is further ap-
plied. Table 1 showed that all the dimensions of justice correlated negatively role
and it seems to predict intention to leave through procedural, interactional, spa-
tial, distributive and temporal justice respectively. The average of organizational
justice is 3.346 and intention to leave is 2.896 (Table 1) show that the employees
are relatively perceived a moderate level of justice and intention to leave to the
private universities. In addition to that the procedural justice (r = —0.341, 0.01),
interactional justice (r = —0.311, 0.01), distributive justice (r = —0.28, 0.01) and
spatial justice (r = —0.289, 0.00) it seems to play more important role in predic-
tion intention to leave than temporal justice (r = —0.238, 0.01). The procedural
has the highest negative relationship with intentions to quite (r = —0.341, p <
0.05) and the temporal justice has the least negative correlation with intentions
to quite (r = —0.238, p < 0.05). However, the full justice is correlated negatively
with intention to leave (r = —0.40, 0.01).

Table 1. Descriptive statistics and Pearson’s correlations (n = 438).

Variables Mean SD 1 2 3 4 5 6 7
University Type 1.18  0.381
Gender 1.28  0.451
Marital status 1.92  0.467
Educational level 1.69 0.842
Age 3.27  0.956
Experience 349 1.533
Job
C 417 1338
Level/designation
Distributive
) ) 3463 0.972 1.000
dimension
Procedural
K . 3.242 0.908 0.468 1.000
dimension
Interactional
. . 3.587 0.999 0.405 0.742 1.000
dimension
Temporal
i . 2.862 1.126 0.386 0.257 0.265 1.000
dimension

Spatial dimension 3294 0945 0446 0412 0.360 0.219 1.000

Intention to
K i 2.896 1.189 -0.280 -0.341 -0.311 -0.238 -0.289 1.000
leave dimension

Total

L. . 3.346 0.735 0.663 0.859 0.876 0.502 0.620 -0.40 1.000
organizational justice

Correlation is significant at the 0.01 level (2-tailed).
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6. Testing the Statistical Hypotheses

The hypothesis number one assumed that there is a negative significant rela-
tionship between perception of organizational justice and employees’ intention
to leave (Table 2) Demonstrated the relationship among organizational justice
dimensions and employees’ intention to leave. In order to test this hypothesis,
the following sub hypothesis is formulated as there is a significant relationship
between perception of distributive, Procedural, interactional, temporal, spatial
justice and employees’ intention to leave thus the study used some of statistical
analysis the correlation analysis one of them which explained the relationship
between the dimensions of justice and the employees’ intention to leave. A
non-parametric correlation as Spearman Rho correlation used to extract this re-
lationship, the table below has the relations between justice and employees’ in-
tention to leave.

Table 2 contains the significance relationship between total organizational
justice and employees’ intention to leave was a negative relationship (R = —0.38,
level of confidence = 99%) the relationship between “distributive justice and in-

» o«

tention to leave was negative with 26.7%”, “procedural justice and intention to

» e

leave negative and equal 28.2%”, “interactional justice and intention to leave was
negative with equal 29%”, “temporal justice and spatial justice have a negative
relationship with 22.4%, 28.2% respectively”.

The hypothesis evaluated the relationship between organizational justice and
intention to leave, suggesting that if perceptions of organizational justice are
high there will be decrease or reduce in intention to leave. The multiple a simple
linear regression was calculated to determine the employees’ intention to leave
based on their perception of total organizational justice. the regression results
were significant (F = 78.814, p < 0.000) with R square of.39 and Beta was a
negative with.39, which means the increase of organizational justice by 1 unit
helping to reduce the level of intention to leave by 39% thus, this means that
study hypothesis was supported.

In order to test the following hypothesis is formulated there are a significant
relationship between perception of distributive justice, Procedural justice, Inte-
ractional justice, temporal justice, spatial justice and the employees’ intention to

Table 2. Correlation between organizational justice dimensions and intention to leave.

Variables 1 2 3 4 5 6 7
Distributive dimension 1
Procedural dimension 0.438 1
Interactional dimension 0.38 0.683 1
Temporal dimension 0.38 0.193  0.244 1
Spatial dimension 0.434 0381 0.356 0.212 1

Employees’ intention to leave -0.267 -0.282 -0.290 -0.224 —0.282 1

Total organizational justice 0.636  0.797 0.866  0.475 0.60 -0.38 1

Correlation is significant at the 0.01 level (2-tailed).
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leave. When the study used the Enter liner regression method between the inde-
pendent variables and dependent variable. the relationship between all dimen-
sions of justice and intention to leave was 0.399 and the coefficients proved that
the interactional, temporal and spatial justice are significantly correlated with
intention to leave at significance level P < 0.05 with the negative explanatory
power 0.145, 0.123, 0.149 respectively which means that the increases of these
dimensions of justice by one unit will affect negatively on the intention to leave
with the same percentage respectively. On the other hand, the distributive justice
and procedural justice were not significant with intention to leave. The relation-
ship between the interactional, spatial, temporal justice and intention to leave
were negative of percentage whether we added them one followed by others were
0.31, 0.365 and 0.389 respectively. In addition to the stepwise liner regression
technique showed the dimensions are more effective and have more influence on
the intention to leave. We entered dimensions of justice generated three models
by used the stepwise liner regression. Table 3 Presents the coefficients of the
three models.

Stepwise regression analysis results in Table 3 showed that the interactional
justice, spatial justice and temporal justice predict of the intention to leave in a
private higher education sector in Egypt. It might be said that the first model
showed that the interactional justice was the strongest variable predict of the in-
tention to leave (R square change 9.7%), the second model predicted (R square
change 3.6%) of intention to leave. Lastly, the third model predicted (R square
change 1.9%) In other words, the models are stated that:

Table 3. Stepwise regression analysis of organizational justice dimensions predicting in-
tention to leave.

Unstandardized Standardized
R square

Model Coefficients Coefficients R Square Sig.
change
B Std. Error Beta
(Constant) 4.225 0.202 20.945 0.000
1 Interactional
. . -0.371 0.054 -0.311 0.097 —6.841 0.000
dimension
(Constant) 4.756 0.234 20.329  0.000
Interactional
. . —0.284 0.057 —0.238 —-4.977  0.000
2 dimension
0.133 0.036
Spatial
. . -0.256 0.060 -0.204 -4.253  0.000
dimension
(Constant) 4.973 0.242 20.539  0.000
Interactional
. . —0.247 0.058 -0.208 —4.287  0.000
dimension
3 Spatial
; j —0.230 0.060 —0.183 0.152 0.019 —-3.829 0.000
dimension
Temporal
. . —0.151 0.049 —0.143 -3.087 0.002
dimension

Dependent Variable: Intention to leave.
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Model I: Intention to leave = 4.225 — 0.371 Interactional justice.

Model II: Intention to leave = 4.756 — 0.284 Interactional justice — 0.256 Spa-
tial justice.

Model III: Intention to leave = 4.973 — 0.247 Interactional justice: 0.230 Spa-
tial justice: 0.151 temporal justice.

It might be said that improving interactional, spatial and temporal justice will
lead to reduce intention to leave in the private higher Education sitting in Egypt.
Therefore, the Stepwise regression analysis results of supporting H1 “Organiza-
tional justice dimensions have a significant impact on intention to leave and
partially supported”.

Thus, the sub-hypothesis of the study hypothesis number 1 was partially sup-
ported and there is a negative significant relationship between perception of in-
teractional, temporal, spatial justice and intention to leave in the private higher
education sector in Egypt otherwise the interactional justice was the most signif-
icant dimension influencing the employees’ intention to leave. Which means
that employee in private universities sitting are more concern about how actually
they are treated by their managers and this has major towards reducing the in-
tention to leave in higher education sectors in Egypt. When the research ques-
tion number two and number three asked about the statistical significant of de-
mographic variables “gender, age, marital status and educational level” and job
variables “university level, experience and designation” on organizational justice.
In this part the study tried to answer about the two hypotheses number 2 and
number 3.

Table 4 indicates the positive correlation with confidence level 99% between
independent variables of the study which suggests that a significant positive cor-
relation between total organizational justice and all types of justice where
Spearman’s rho Coefficient of Correlation 0.363, 0.797, 0.866, 0.475 & 0.60 re-
spectively. Accordingly, there is positive correlation between age as demography
factor and (distributive, spatial, total organizational justice) and negative corre-
lation with intention to leave. The experience was correlated with distributive
justice and spatial justice with confidence level 99% except the education level

was insignificant with all variables.

Table 4. Spearman’s rho coefficient of correlation between organizational justice, intention to leave and demographic factors.

Correlation coefficient

Total organizational justice
Intention to leave
Age
Educational level

Experience

Distributive Procedural Interactional Temporal Spatial Total Intention
justice justice justice justice justice  organizational justice  to leave
0.636** 0.797** 0.866** 0.475** 0.60** 1 —0.38**

-0.267** —0.282** -0.29** —0.224** —0.282** —0.38** 1
0.311** 0.045 0.032 0.081 0.234** 0.169** —0.157**
—-0.044 0.006 -0.015 0.004 0.03 -0.036 0.032
0.171** -0.053 —-0.063 -0.021 0.125%* 0.014 -0.072

**The correlation is significant at 0.01 level (2-tailed).
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The gathered data was not normal, Mann-Whitney U test is a non-parametric
test used to assess and analyze the significant differences in dependent variable
by a single independent variable. It is the non-parametric equivalent of the in-
dependent samples t-test. This means that the test does not assume any proper-
ties regarding the distribution of the dependent variable in the analysis. This
made the Mann-Whitney U-test the appropriate analysis to use when analyzing
dependent variables on an ordinal scale. Table 5 shows the dimensions of justice
as procedural, interactional, temporal, intention to leave was insignificant with
the gender (Male or Female), but distributive, spatial justice and total organiza-
tional justice to males has upper mean than females at significant level < 0.05
which mean that the significant differences showed that males perceived the dis-
tributive justice, spatial justice and total organizational justice more than fe-
males.

The study used Kruskal-Wallis test to explain the study variables as distribu-
tive justice, spatial justice, intention to leave and the total organizational justice
which affected by age categories “less than 25 years, between 26 - 34 years, be-
tween 35 - 44 years, between 45 - 53 years and more than 54 years”. The proce-
dural justice, interactional justice and the temporal justice were not significant
and were not affected by age as a control variable. Table 6. Shows the distribu-
tive justice, spatial justice and total organizational justice affected by age this
means that the significant differences showed at employees who have more than
54 years than the others categories. On the other hand, intention to leave will be
affected by age especially the significant differences showed between 26 - 34
years than others. this means that the levels of employees have more than 54
years old in private higher education sector in Egypt perceived and familiar with
distributive justice, spatial justice and total organizational justice more than the
others’ age categories. However, the intention to leave organization is showed
that age stage between 26 - 34 means that this level did not find itself at this en-
vironment.

On the other side, Table 7 indicates marital status as “single, married, di-

vorced and widow” not affected by all study variables at Sig. level 5%, however

Table 5. Mann-Whitney U test statistics controlling for gender.

Gender Rank Mean

Variables U value Sig.
Male (N = 314) Female (N = 124) df=1 (2-tailed)

Distributive dimension 238.62 171.09 13,465.000 —5.061 0.000
Procedural dimension 222.11 2129 18,650.000 -0.688 0.492
Interactional dimension 223.17 210.21 18,316.000 —-0.967 0.334
Temporal dimension 222.5 211.9 18,525.000 -0.794 0.427
Spatial dimension 230.44 191.8 16,033.000 —2.888 0.004
Intention to leave 215.8 228.86 18,307.000 —0.976 0.329
Organizational Justice 229.82 193.37 16,228.000 -2.716 0.007
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Table 6. Kruskal-Wallis Test controlling for age.

Age Rank Mean

Variables between between between More than Chi-Square af  Sig. (2-tailed)

26 - 34 years 35 - 44 years 45 - 53 years 54 years

N =100 N=174 N =108 N =56
Distributive dimension 166.17 208.89 249.98 288.91 42.596 3 0.000
Procedural dimension 206.42 225.06 214.72 234.79 2.389 3 0.496
Interactional dimension 207.94 226.76 210.63 234.68 2.750 3 0.432
Temporal dimension 205.26 218.25 222.35 243.30 3.349 3 0.341
Spatial dimension 161.67 227.99 241.98 253.04 29.182 3 0.000
Intention to leave 256.56 210.56 226.49 167.88 19.235 3 0.000
Total org. Justice 181.64 223.23 227.27 260.54 15.398 3 0.002

Table 7. Kruskal-Wallis test controlling for marital status.

Variables

Distributive dimension
Procedural dimension
Interactional dimension
Temporal dimension
Spatial dimension
Intention to leave

Total Organizational Justice

Marital status Rank Mean

Single Married Divorced Widow Chi-Square df  Sig. (2-tailed)
N =60 N =358 N=14 N=6

170.48 225.58 256.00 261.51 11.793 3 0.008
214.70 217.37 295.79 216.83 5.308 3 0.151
217.60 218.02 265.07 220.50 1.882 3 0.597
224.70 218.80 178.07 306.17 4.466 3 0.215
197.50 223.13 224.50 164.83 3.796 3 0.284
234.23 214.98 253.00 263.50 2.995 3 0.392
200.18 220.51 265.93 244.17 3.533 3 0.316

the distributive justice affected by widow status than others. That means the wi-
dow employees perceived distributive justice more than the others’ marital sta-
tuses.

Table 8 demonstrates that distributive justice and intention to leave were af-
fected by Educational level and significant at 5% except the reminded variables
as procedural justice, interactional justice, temporal, spatial justice and total or-
ganizational justice were not significant with the Educational level “Doctorate,
Master Degree, Postgraduate diploma, Bachelor degree and other qualifications”.
The distributive justice affected by Educational level which mean that the signif-
icant differences showed to the bachelor degree holders than others. Employees’
Intention to leave was affected by Educational level which mean that the signifi-
cant differences showed at the lower qualifications holders than other categories
or educational level status because they have the upper rank mean. The bache-
lors’ holders of employees perceived and felt that the distributive justice is more
existed than the others” educational levels perceived and may the others lowest

educational level has the intention to leave.
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Table 8. Kruskal-Wallis test controlling for educational level.

Educational level Rank Mean

Variables Doctorate Master Degree Postgraduate diploma Bachelor degree  Others Chi-Square Df (Z-f;ied)
N =212 N =180 N=18 N=26 N=2

Distributive dimension 231.91 194.18 212.11 297.04 241.50 19.351 4 0.001
Procedural dimension 221.19 211.80 255.80 238.96 160.50 3.193 4 0.526
Interactional dimension 225.65 204.87 228.39 249.27 417.50 9.350 4 0.053
Temporal dimension 218.98 219.92 201.83 248.38 20.50 6.715 4 0.152
Spatial dimension 216.83 219.68 194.44 240.96 432.50 7.258 4 0.123
Intention to leave 217.57 217.42 158.22 285.12 310.00 12.412 4 0.015
Total org. Justice 225.96 204.75 225.72 225.12 343.00 7.006 4 0.136

The test of Mann-Whitney U helped to revealed that the dimensions of justice
as distributive, procedural, interactional, temporal, spatial were insignificant
with the university categories (Private or Academy), on the other hand the in-
tention to leave was significantly with the university categories at Sig. < 0.05.
Table 9 shows that perceived organizational justice at the private universities
and academies in Egypt were the same to all employees, However employees’ in-
tention to leave at the private universities have the upper rank mean (215.97)
which means that there are different in culture through university to another
one. That means the employees at private universities has more intention to
leave than the employees at academies.

Table 10 explains the significance of variables towards experience factor the
distributive, procedural, temporal, spatial, intention to leave and total organiza-
tional justice are significant at 5% affected by the Job tenure or experience as a
control variable, however the reminded variables as interactional justice was not
significant of Job tenure/Experience “less than 5 years, between 6 - 10, between
11 - 15, between 16 - 20, between 21 - 25 and More than 25 years”. On the other
hand the distributive justice and the spatial justice affected by Job tenure which
mean that the significant differences showed at segment of employees have more
than 25 years of experience than others, the procedural justice affected by Job
tenure at the segment of employees those have less than 5 years of experience
than others. The temporal justice affected by Job tenure which mean that the
significant differences showed between 6 - 10 years than others, the intention to
leave affected by Job tenure which mean that the significant differences showed
less than 5 years than others. Finally, the organizational justice was affected by
Job tenure to employees those have more than 25 years of work experience than
others. That means the employees that have experience more than 25 years have
perceived distributive, spatial and total organizational justice than the others
experience categories. However, the employees had experience from 6 - 10 per-
ceived temporal justice more than others.

Table 11 shows the study variables distributive justice and spatial justice were
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Table 9. Mann-Whitney U test statistics controlling for university type.

University Type Rank Mean

. U value Sig.
Variables Academy Private df=1 z (2-tailed)
N =361 N=77
Distributive dimension 223.18 202.23 12,568.500 -1.327 0.184
Procedural dimension 217.22 230.18 13,076.500 -0.818 0.414
Interactional dimension 220.28 215.86 13,618.500 -0.278 0.781
Temporal dimension 221.35 210.82 13,230.500 -0.666 0.506
Spatial dimension 220.63 214.19 13,489.500 -0.407 0.684
Intention to leave 210.01 215.97 10,472.500 -3.409 0.001
Total org. Justice 220.25 215.97 13,626.500 -0.270 0.787
Table 10. Kruskal-Wallis Test controlling for tenure/experience.
Job tenure/Experience Rank Mean
Variables less than  between between between between More than Chi-Square  df Sig.
5years 6-10years 11 -15years 16 - 20 years 21 -25years 25 years (2-tailed)
N =46 N =87 N=90 N =89 N=72 N =54
Distributive dimension 189.76 203.13 213.76 224.20 192.92 308.48 19.351 5 0.000
Procedural dimension 251.72 211.68 221.50 230.89 179.64 235.69 3.193 5 0.033
Interactional dimension  222.24 239.12 212.37 229.98 187.42 222.94 9.350 5 0.174
Temporal dimension 222.59 248.95 189.98 216.19 203.18 245.83 6.715 5 0.020
Spatial dimension 170.11 206.78 239.77 222.47 200.47 268.46 7.258 5 0.001
Intention to leave 255.11 233.37 189.10 228.64 217.76 204.74 12.412 5 0.048
Total org. Justice 210.87 223.86 215.69 231.10 178.71 261.44 7.006 5 0.012
Table 11. Kruskal-Wallis test controlling for designation.
Designations Rank Mean
Heads of Si
; Vice Deans/ ; 18
Variables residents Deputies departments/ Academicians Supervisors Specialists Others Chi-Square  df (2-tailed)
u
P P Deputies N = 165 N=102 N=50 N=16
N=14 N=44
N =47
Distributive
) f 273.50 277.05 235.45 184.01 247.90 215.46 164.69 33.959 6 0.000
dimension
Procedural
. . 222.64 223.27 171.71 218.77 221.87 251.06 240.50 10.400 6 0.109
dimension
Interactional
. . 182.50 188.64 221.01 220.95 223.52 241.86 221.88 5.523 6 0.479
dimension
Temporal
. . 250.29 197.25 192.77 226.11 238.37 201.38 200.44 8.467 6 0.206
dimension
Spatial
. j 226.71 238.00 195.64 197.68 231.11 275.98 206.94 18.650 6 0.005
dimension
Intention
191.36 239.50 204.57 223.88 201.90 235.26 250.75 6.408 6 0.379
to leave
Total
230.86 211.82 200.51 208.51 236.17 249.90 201.31 7.625 6 0.267

org. Justice
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significant at 5% with the designations as a job variable, however the reminded
variables were not significant and effected of designations “Vice presidents,
Deans/Deputies, Heads of departments/Deputies, Academicians, Supervisors,
Specialists and Others. The distributive justice affected by designation which
mean that the significant differences showed at Deans/Deputies than others and
the spatial justice affected by designation which mean that the significant differ-
ences showed at Specialists than others. Finally, the deans and their deputies
have perceived distributive justice more than the others designation categories.
However, the specialists’ employees have perceived spatial justice more than

others.

7. Results

The primary data consisted of scale means, standard deviations, alpha Reliabili-
ties, and inter correlations among the study variables. The reliability measures in
this study had Cronbach’s alpha coefficients ranging as 0.953 for organizational
justice and 0.865 for intention to leave respectively. The individual dimensions
scale were also found within acceptable ranges of reliability (0.796 - 0.96) which
considered fit and applicable for analysis. The Mean values for distributive jus-
tice (3.46), procedural justice (3.24), interactional justice (3.58), temporal justice
(2.86), spatial justice (3.29), the total organizational justice (3.346) and the de-
scriptive values for employees’ intention to leave (2.986) were measured on
5-point Likert scale and ranged between strongly disagree and strongly agree
with a considerable deviation. Correlation statistics in Table 1 determined the
association between variables. The correlation values for distributive justice (r =
—0.28), procedural justice (r = —0.34), interactional justice (r = —0.31), Temporal
justice (r = —0.238) and Spatial justice (r = —0.289) are negatively correlated with
employees’ intention to leave which show that all five organizational justice di-
mensions are significantly associated with employees’ intention to leave. In addi-
tion to the correlation value for total organizational justice (r = —0.40) is nega-
tively correlated with intention to leave which mean the overall or total organi-
zational justice is significantly associated with employees’ intention to leave.

Descriptive statistics explained that distributive justice was high level in
academies (3.49) and medium level in private universities (3.31). On the other
hand males were perceived high level of distributive justice (mean = 3.62) how-
ever females were perceived a medium level of distributive. Widow and divorced
statuses have high mean (3.77, 3.76) respectively spite of the singles were per-
ceived the medium level of distributive justice. Single, married and divorced
perceived a high level of interactional justice (3.51, 3.58, 3.98) respectively, oth-
erwise single and married perceived a medium level of temporal justice (2.91,
2.86). On the other hand the temporal justice for divorced was medium level
thus the total organizational justice level were a medium level of these marital
statuses (3.25, 3.34 and 3.66).

The widow status perceived high level of distributive justice (3.78) and it per-

ceived medium level of spatial justice whereas the intention to leave was high for
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this case (3.33) and medium level (2.85) for married.

The educational level in the private higher education sector in Egypt showed
that the PhD Holders were moderately concerned about procedural (3.3), tem-
poral (2.86), spatial (3.27), intention to leave (2.89) and total organizational jus-
tice (3.38) otherwise, they have highly concerned about the distributive (3.55)
and interactional (3.62).

Whereas the masters’ degree holders were perceived moderate level of distri-
butive, procedural, temporal, spatial, intention to leave and total justice, the In-
teractional was high level. The bachelors’ holders perceived justice more than the
others levels of education and they have intention to leave more than others have
postgraduate diploma.

All categories of age have medium level of total organizational justice except
the last level those older than 54 years and above perceived highly concerned.
The intention to leave is a trend to all categories except last one was moderately
concerned and the stage above 54 years old has low intention to leave. Anyone
has an experience more than 25 years perceived highly concerned of total justice
otherwise the remaining categories perceived medium or moderate concerned.
On the other side all categories of experience factor have moderate level of in-
tention to leave.

The designation of job all categories have the medium level of total justice ex-
cept the specialists and Regardless the designation of jobs all categories have the
medium level of intention to leave.

The correlation values (Refer to Table 1) Show the moderately negative rela-
tionship between all dimensions of organizational justice and employees’ inten-
tion to leave. The regression results were significant (F = 78.814, p < 0.000) with
R square of 0.39 and Beta was a negative with 0.39, which means the increase of
organizational justice by 1 unit helping to reduce the level of intention to leave
by 39% thus, this means that study hypothesis was supported.

The value of R2 (0.39) shows that 39% variation in employees intention to
leave is due to explanatory variables interactional, spatial, temporal justice that
were negative of percentage 0.31, 0.365 and 0.389 respectively Which could ex-
plain that all three dimensions of organizational justice together are significant
but moderate predictors of employee’s intention to leave. The model used for
this study was found fit as determined by the t test and its significance indicated
by P value (0.000). The coefficient or beta values indicated that the amount of
variations in employees’ intention to leave caused by interactional justice (31%)
showed relatively more significant than spatial justice (20%) and temporal jus-
tice (14%) (Refer to Table 3).

The hypothesis H1 was not supported which means that the significant rela-
tionship between the two types of justice distributive and procedural are not
exist towards intention to leave. On the other hand the reminded types as inte-
ractional, temporal and spatial justice were significant with intention to leave at
p-vale < 5%. Thus we can say that the organizational justice effect partially on
employees’ intention to leave in the private higher education sector in Egypt.
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Organizational justice types were not affected by gender except for distributive
and spatial justice however, the total organizational justice was affected by
gender and it seems that males are the important part who perceived justice. The
distributive, spatial and total justice can affect on Age levels but all types of jus-
tice and total justice were not affected by marital status and educational level
except distributive justice. The intention to leave was not affected by gender and
marital status but affected by Age and educational level.

The hypotheses number 2 and number 3 mentioned whether the demographic
variables can effect on the independent and dependent variables, the hypothesis
was supported the relationship between organizational justice and gender, age,
marital status and educational level partially. On the other hand the dependent
variable intention to leave partially significant with demographic variables.

The organizational justice types and total organizational justice are not af-
fected by university type and the dimensions of organizational justice and total
justice are affected by experience except the interactional justice was not sup-
ported Which mean that the organizational justice affected partially by expe-
rience and the independent variable is not existed towards designations except
distributive justice affected by deans and spatial justice affected by Specialists.
However the employees’ intention to leave is affected by university type and was
partially affected by experience at p-value < 5% and it is not affected by destina-
tions. The organizational justice affected partially by experience and designation
however the intention to leave was affected by university type, experience and
was not supported the destination.

Based on these statistics that employees in the private higher education sectors
in Egypt especially males, employees who have more than 25 years of experience
and those whom more than 54 years in universities are more concerned with
distributive, spatial and total organizational justice. The widow cases and bache-
lors’ degree holders are concerned with distributive justice. Lastly, deans are
concerned with distributive and Specialists concerned with spatial.

8. Discussion

The objective of this study was to investigate the relationship between organiza-
tional justice dimensions as distributive justice, procedural justice, interpersonal
justice, temporal justice and spatial justice and employees’ intention to leave
among all categories in the private higher education sectors in Egypt. In addition
to determinate to what extend that independent and dependent variables af-
fected by jobs and demographic factors. The results of this study indicated that
all the justice dimensions are negatively related to employees’ intention to leave
as the previous studies are revealed [33] [34] [35].

The results of the study indicate that organizational justice and its dimensions
have a significant negative correlation with intention to leave organization
among all employees. This means that an increase in fairness and justice among
employees have the likelihood to decrease their intentions to quit or intentions

to leave organization. The findings revealed that there is no significant difference
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in the level of intention to leave between male and female employees this finding
is also consistent with previous findings on gender and turnover intentions [2].
In addition, interactional justice, temporal justice and spatial justice contribute
significantly to intention to leave this finding is disagree with the study by [36],
which indicates that distributive justice and procedural justice are the only
components of organizational justice that determines turnover intentions. On
the other hand the study also disagrees with study in 2014 which indicate that
interactional justice did not contribute significantly to employees’ turnover. The
increase of organizational justice helping to decrease the level of intention to
leave and there are noted negative significant relationship between the percep-
tion of interactional, temporal, spatial justice and intention to leave at the envi-
ronment of the private higher education in Egypt. Our finding is consistent that
the knowledge workers perceived interactional justice as the highest dimension
of justice (mean = 3.59) at the private higher education and the lowest dimen-
sion of perceived justice was the temporal justice (mean = 2.86).

The research finding indicates that there are many dimension of justice could
explain the situation in universities context and still there is doubt and issue or
contradiction in university sitting with others researchers who made more in-
vestigated about the importance of the procedural and distributive justice in
university sitting [1]. Although [25] asserted that distributive justice was the
strongest variable predict of the employee’s retention in Bahrain private univer-
sities our study proved that the strongest variable is interactional justice predict
of employees’ intention to leave in private universities sitting in Egypt. Other-
wise temporal, spatial justice is significantly negative correlated with intention to
leave at significance level 0.05 and the interactional justice is the most significant
dimension influencing intention to leave. On the other hand the distributive jus-
tice and procedural justice were not significant with intention to leave.

The research questions and the research objectives will discuss with the pre-
vious few lines, the question number two mentioned to the statistical significant
of demographic factors “gender, age and educational level” and job variables
“experience and designation” on the main study variables. On the other hand
our study revealed to that the males are more sensitive to difference in distribu-
tive, spatial and total organizational justice than the females in comparison.

Males’ employees were more perceived distributive, spatial and total justice
than females and the gender is not effect on the intention to leave. Likewise, Age
is significant with organizational justice and intention to leave thus the em-
ployees in the age 54 and above perceived distributive, spatial and total justice
than others otherwise the age 26 - 34 is more intent to leave university. The Ma-
rital status has a significant difference in the level of distributive dimension only
especially for widow cases compared to others. However the residuals of the
study variables were not significant with marital status. The Educational level of
the employees was significant in the level of Intention to leave and distributive
dimension at the level of significance equal 5%. The BSc holders are more sig-

nificant with distributive justice and there is no educational level intent to leave
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universities except whom holed lower qualifications. The findings concluded
that there is significant difference between educational level and intention to
leave and the highest level for to whom less educated employees followed by ba-
chelors” holders and these findings disagreed with [37] revealed that the less
educated employees are not giving the same attention to leave organization as
the educated employees moreover, there was contradiction with study of [38]
that mentioned that high educated employees are more likely to quit. The expe-
rience was significant with all dimensions of justice especially distributive jus-
tice, spatial justice and total organizational justice with experience 25 years, pro-
cedural justice with less than 5 years of experience, temporal justice with 6 - 10
years of experience except interactional justice. On the other hand, the expe-
rience was significant with intention to leave towards the employees less than 5
years of experience this results agreed with [25] except the interactional justice
was not significant with the experience. The designations were significant with
distributive and spatial justice especially to deans and specialists respectively.

The intention to leave was significant with age between 26 - 34 years this re-
sult is consistent with the findings of [39] and disagreed with results of [25]. The
study disagreed with [25] in age as a demography factor effect on all four types
of justice interpersonal, informational, procedural, distributive and total justice
because our study revealed to that age has a significant difference in the level of
distributive dimension, spatial dimension and the total organizational Justice.
However the other variables have not a significant difference with the age varia-
ble. Also the educational level effect on all types of justice except interpersonal
justice was not significant as [25] mentioned however the current study proved
that only educational level has effect on distributive justice. The university type
was not significant with all study variables except the intention to leave was sig-
nificant with worked people in private universities.

It might say that males’ employees and the older employees than 54 years
perceived a higher level of distributive, spatial and total organizational justice
than females’ employees and other levels of Age. Widow employees and bachelor
degree holders only perceived a higher level of distributive justice than others.

It might say that the employees have more experience level “25 years and
above” are perceived a higher distributive, spatial and total organizational justice
level than others level of experience. This proved that experienced employees
who know the business environment well had the highest wages consisted with
the level of justice perceived than unexperienced employees. The highest class of
employees that have perceived distributive justice are deans and their deputies
on the other hand the highest class that perceived spatial justice are specialists.

It might say that both of gender, Marital status, Job level “designation” are not
effect on intention to leave but on the other hand Age, Educational level, univer-
sity type and Experience effect on the employees’ intention to leave especially
category 26 - 34 years, people whom their degrees below bachelor holders,
worked at private universities and others less than 5 years of experience respec-

tively. Although some scholars as [40] agreed that whether the period of expe-
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rience is long the actual turnover will be low but our study revealed to that in-
tention to leave is increase for category experience less than five years followed
by category from 6 - 10 in the private higher education sector in Egypt. That
means younger employees are ready to talk risk that older employees because the
responsibilities of older experience employees increasing than younger em-
ployees.

The study also revealed that there are significant correlations between inten-
tion to leave and demographic variables such as age, educational level, universi-
ties type and experience. It was found that age and experience are negatively and
significantly correlated with intention to leave. Our study consistent with other
results concluded that there are significant correlations between intention to
leave and demographic variables such as age, educational level and it was found
that age and experience are negatively and significantly correlated with intention
to leave. However, [41] in Ghana context conclude that there is not significant
relationship between demographic variables and intention to leave. The study
found a significant difference between age and intention to leave the older
people who are more than 54 years, 35 - 44 and 45 - 53 years respectively have
lower intention to leave than younger people between 26 - 34 and agreed with
[42] based on the Kruskal-Wallis Test. On the other hand, there is no significant
difference between gender, marital status and intention to leave based on the
Mann-Whitney U-test our results were disagreed with [42].

It might be seen that there is a difference on the distributive justice among the
levels of marital status and the educational level only. On the other hand there
are significant differences on organizational justice among the levels of gender,
four levels of age and the six levels of experience. It can be concluded that gend-
er, age and experience have explained a unique variation on total organizational
justice this results supported the findings by [25]. Because the p value < 0.05,
there are significant differences on intention to leave among the levels of age,
five levels of educational level, two types of universities and six levels of expe-
rience. It can be concluded that age, educational level, experience and university
type have explained a unique variation on intention to leave. This results sup-
ported the findings by [43].

The interactional justice can significantly contribute towards the intention to
leave of the employees worked in universities sitting. The findings of this study
supported the notion that interactional justice is negatively related to employee’s
intention to leave. The interpersonal justice is also found negatively related to
intention to leave in the private universities in Egypt this result consisted with
the study of [44] which concluded that Interactional justice has more of an effect

on turnover intentions than the distributive and procedural justice.

9. Contributions, Limitations & Future Recommendations

This study contributes new shadows of using many types and many dimensions
to determinate the level of intention to leave and to explain to what extend that

demographic factors and job variables can effect on the organizational justice
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and employees’ intention to leave. The author has also suggested that interac-
tional, temporal and spatial justice have received less attention than distributive
and procedural justice. Some recent research has shown their distinctive factor
structures [45]. The present study is limited in scope as the respondents
represented population from a private higher education sector in Egypt. This
study used snowball sampling technique the future research needs to use a stra-
tified random sampling in order to reduce the potential bias because universities
have many categories at many locations administrative, colleges, laboratories, li-
braries and others locations inside colleges the staff member has more than four
groups which are assistant teacher, teacher, associated professors, professor and
etc.

Therefore, future studies may develop a larger sample size from different con-
text private, government and different regions. It is also suggested that longitu-
dinal studies should be conducted in near future to reflect whether changes over
time alter the perceptions of employees regarding justice. Future studies may al-
so include mediation role of different possible variable such as innovative work
behavior, organizational support, work climate, and others as an attempt to de-

velop a broader understanding of the concept in the academic settings.

10. Conclusions

The study shadows the light to find out whether the demographic factors have
an effect on organizational justice and intention to leave. In addition to this, the
study investigated and evaluated the role of organizational justice towards pre-
dicting the relationship between types of justice distributive, procedural, interac-
tional, temporal and spatial and employees’ intention to leave. The study re-
vealed that all types are correlated negatively but there are three types of the jus-
tice dimensions: “interpersonal, spatial and temporal” are significantly related to
employees’ intention to leave. However, interactional justice is found to be a
stronger predictor of employees’ intention to leave. The findings outlined that
interactional justice was the strongest variable predict of employees’ intention to
leave. It seems reasonable that improving interactional justice, spatial justice and
temporal justice will cause to reduce overall intention to leave in the higher pri-
vate education sector in Egypt. At the same time, the study found a negative
correlation between the types of organizational justice and intention to leave.
The age as demographic factor can affect distributive justice, spatial justice, total
justice and intention to leave. The experience representing distributive justice
and spatial justice with confidence level 99% except the educational level, was
not significant with all study variables.

In general, it can be concluded that the results of estimating ranking means in
this study show that gender, marital status and designation were insignificant
differences on intention to leave while age, educational level, university type and
experience showed the significant differences on intention to leave among the
employees worked in the private higher education sector in Egypt. This study

can be useful for managers, researchers and decision makers in making more
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suitable policies and procedures to decrease the level of leaving organizations.

Conflicts of Interest

The authors declare no conflicts of interest regarding the publication of this

paper.

References

(1]

(12]

Hartman, S.J., Yrle, A.C. and Galle Jr., W.P. (1999) Procedural and Distributive Jus-
tice: Examining Equity in a University Setting. Journal of Business Ethics, 20,
337-351. https://doi.org/10.1023/A:1006102216883

Usmani, S. and Jamal, S. (2013) Impact of Distributive Justice, Procedural Justice,
Interactional Justice, Temporal Justice, and Spatial Justice on Job Satisfaction of
Banking Employees. Review of Integrative Business and Economics Research, 2,
351-383.

Colquitt, J.A., Conlon, D.E., Wesson, M.]., Porter, C.O.L.H. and Ng, K.Y. (2001)
Justice at the Millennium: A Meta-Analytic Review of 25 Years of Organizational
Justice Research. Journal of Applied Psychology, 36, 425-445.
https://doi.org/10.1037/0021-9010.86.3.425

Goodin, E.R. (2010) Temporal Justice. Journal of Social Policy, 39, 1-16.
https://doi.org/10.1017/S0047279409990225

Glick, J., Hyde, S. and Sheikh, A. (2012) Unpublished Raw Data.
http://spatialjustice.org/

Foreman, W.T. (2009) Job Satisfaction and Turnover in the Chinese Retail Industry.
Chinese Management Studies, 3, 356-378.
https://doi.org/10.1108/17506140911007503

Law, D. (2005) Interactive Organizational Commitment and Hardiness in Public
Accountants’ Turnover. Managerial Auditing Journal, 20, 383-393.
https://doi.org/10.1108/02686900510592061

Vance, C.A. and Stephens, W.L. (2010) How Does the New Generation of Ac-
counting Majors Measure Up? The CPA Journal, 80, 6-8.

Owolabi, B. (2012) Effect of Organizational Justice and Organizational Environ-
ment on Turnover Intention of Health Workers in Ekiti State, Nigeria. Research in

World Economy, 3, 74-83. https://doi.org/10.5430/rwe.v3n1p28

Ponnu, C and Chuah, C. (2010) Organizational Commitment, Organizational Jus-
tice and Employee Turnover in Malaysia. African Journal of Business Management,
4,76-92.

Basar, U. and Sigri, U. (2015) Effects of Teachers’ Organizational Justice Percep-
tions on Intention to Quit: Mediation Role of Organizational Identification. Educa-
tional Sciences. Theory & Practice, 15, 45-59.
https://doi.org/10.12738/estp.2015.1.2326

Loi, R,, Ngo, H.Y. and Foley, S. (2006) Linking Employees’ Justice Perceptions to
Organizational Commitment and Intention to Leave: The Mediating Role of Per-
ceived Organizational Support. Journal of Occupational and Organizational Psy-
chology, 79, 101-120. https://doi.org/10.1348/096317905X39657

Bayarcelik, E. and Findikli, M. (2016) The Mediating Effect of Job Satisfaction on
the Relation between Organizational Justice Perception and Intention to Leave. 12th
International Strategic Management Conference, Podgorica, 21-23 June 2016,

DOI: 10.4236/0alib.1105539

27 Open Access Library Journal


https://doi.org/10.4236/oalib.1105539
https://doi.org/10.1023/A:1006102216883
https://doi.org/10.1037/0021-9010.86.3.425
https://doi.org/10.1017/S0047279409990225
http://spatialjustice.org/
https://doi.org/10.1108/17506140911007503
https://doi.org/10.1108/02686900510592061
https://doi.org/10.5430/rwe.v3n1p28
https://doi.org/10.12738/estp.2015.1.2326
https://doi.org/10.1348/096317905X39657

T. M. Monged et al.

(16]

(21]

(23]

[24]

[26]

28-30.

George, J. and Wallio, S., (2017) Organizational Justice and Millennial Turnover in
Public Accounting. Employee Relations, 39, 112-126.
https://doi.org/10.1108/ER-11-2015-0208

Bauer, T.N. (1999) Perceived Mentoring Fairness: Relationships with Gender,
Mentoring Type, Mentoring Experience, and Mentoring Needs. Sex Roles, 40,
211-225. https://doi.org/10.1023/A:1018846904722

Cohen-Charash, Y. and Spector, P.E. (2001) The Role of Justice in Organization: A
Meta-Analysis. Organizational Behavior and Human Decision Processes, 86,
278-321. https://doi.org/10.1006/0bhd.2001.2958

Diab, S. (2015) The Impact of Organizational Justice on the Workers Performance
and Job Satisfaction in the Ministry of Health Hospitals in Amman. International
Business Research, 8, 187-197. https://doi.org/10.5539/ibr.v8n2p187

Dundar, T. and Tabancali, E. (2012) The Relationship between Organizational Jus-
tice Perceptions and Job Satisfaction Levels. Procedia—Social and Behavioral
Sciences, 46, 5777-5781. https://doi.org/10.1016/j.sbspro.2012.06.513

Lambert, E.G., Cluse-Tolar, T., Pasupuleti, S., Prior, M. and Allen, R.I. (2012) A
Test of a Turnover Intent Model. Administration in Social Work, 36, 67-84.
https://doi.org/10.1080/03643107.2010.551494

Leung, K. and Lind, E.A. (1986) Procedural Justice and Culture: Effects of Culture,
Gender, and Investigator Status on Procedural Preferences. Journal of Personality &
Social Psychology, 50, 1134-1140. https://doi.org/10.1037/0022-3514.50.6.1134

Erkilic, E., Gazeloglu, C. and Aytekin, E. (2018) Organizational Justice Perceptions
of Hospitality Business Employees in the Scope of Demographic Characteristics: A
Study in Rize. In: Geng, V. and Onver, M.$., Eds., Issues in Tourism, Human Rights
& Sustainable Environment, IJOPEC Publication, London.

Turhan, M., Képriili, O. and Helvaci, 1. (2016) The Relationship between Academic
Staff’s Perception of Organizational Justice and Demographic Factors: A Case Study
in Foundation Universities in Turkey. International Review of Management and
Business Research, 5, 1406-1412.

Hayes, T. (2015) Demographic Characteristics Predicting Employee Turnover In-
tentions. Walden University, Minneapolis, MN.

Masum, A., et al. (2016) Job Satisfaction and Intention to Quit: An Empirical Anal-
ysis of Nurses in Turkey. Peer/, 4, €1896. https://doi.org/10.7717/peerj.1896

Matarid, N., Sobh, O.S. and Ahmed, U. (2018) The Impact of Organizational Justice
and Demographics on Faculty Retention in Bahrain.
https://www.researchgate.net/publication/328450226
Omar, K. (2015) Nurses’ Intention to Leave: Do Demographic Factors Matter?

Journal of Human Resources Management and Labor Studies, 3, 53-63.
https://doi.org/10.15640/jhrmls.v3n2a4

Harzing, A. (2000) Cross-National Industrial Mail Surveys: Why Do Response Rates
Differ between Countries? Industrial Marketing Management, 29, 243-254.
https://doi.org/10.1016/S0019-8501(99)00063-2

Niehoff, B.P. and Moorman, R.H. (1993) Justice as a Mediator of the Relationship
between Methods of Monitoring and Organizational Citizenship Behavior. Acade-

my of Management Journal, 36, 540-563.

Lahey, M. (1984) Job Security: Its Meaning and Measure. Kansas State University,
Intentions to Leave Measures. Unpublished Dissertation.

DOI: 10.4236/0alib.1105539

28 Open Access Library Journal


https://doi.org/10.4236/oalib.1105539
https://doi.org/10.1108/ER-11-2015-0208
https://doi.org/10.1023/A:1018846904722
https://doi.org/10.1006/obhd.2001.2958
https://doi.org/10.5539/ibr.v8n2p187
https://doi.org/10.1016/j.sbspro.2012.06.513
https://doi.org/10.1080/03643107.2010.551494
https://doi.org/10.1037/0022-3514.50.6.1134
https://doi.org/10.7717/peerj.1896
https://www.researchgate.net/publication/328450226
https://doi.org/10.15640/jhrmls.v3n2a4
https://doi.org/10.1016/S0019-8501(99)00063-2

T. M. Monged et al.

(30]

(36]

(44]

Basak, E., Ekmekci, E., Bayram, Y. and Bas, Y. (2013) Analysis of Dimensions That
Affect the Intention to Leave of White-Collar Employees in Turkey Using Structural
Equation Modelling. Proceedings of the World Congress on Engineering and
Computer Science, San Francisco, [CA, 23-25 October 2013.

Krejcie, R., and Morgan, D. (1970) Determining Sample Size for Research Activities.
Educational and Psychological Measurement, 30, 607-610.
https://doi.org/10.1177/001316447003000308

Sekaran, U. (2003) Research Methods for Business A Skill-Building Approach.
Fourth Edition, John Wiley & Sons, [Hoboken, NJ, 293-294.

Lind, E.A., Kanfer, R. and Earley, P.C. (1990) Voice, Control, and Procedural Jus-
tice: Instrumental and Non-Instrumental Concerns in Fairness Judgments. Journal
of Personality and Social Psychology; 59, 952-959.

Konovesy, M. and Cropanzano, R. (1991) Perceived Fairness of Employee Drug
Testing as a Predictor of Employee Attitudes and Job Performance. Journal of Ap-
plied Psychology, 76, 698-707.

Masterson, S., Lewis, K., Goldman, B.M. and Taylor, M.S. (2000) Integrating Justice
and Social Exchange: The Differing Effects of Fair Procedures and Treatment on
Work Relationships. The Academy of Management Journal, 43, 738-748.

Addai, P., Kyeremeh, E., Abdulai, W. and Sarfo, J.O. (2018) The Problems of Con-
temporary Education Organizational Justice and Job Satisfaction as Predictors of
Turnover Intentions among Teachers in the Offinso South District of Ghana. Euro-
pean Journal of Contemporary Education, 7, 235-243.
https://doi.org/10.13187/ejced.2018.2.235

Arnold, H.J. and Feldman, D.C. (1982) A Multivariate Analysis of the Determinants
of Job Turnover. Journal of Applied Psychology, 67, 350-360.

Golang, M., Elsik, W. and Russ, G. (1999) Legitimacy in Human Resource Man-
agement. JAI Press, Greenich, CT.

Achoui, M. and Mansour, M. (2007) Employee Turnover and Retention Strategies:
Evidence from Saudi Companies. International Review of Business Research Papers,
3,1-16.

Gregersen, H.B. and Black, J.S. (1982) Antecedents to Commitment to a Parent
Company and a Foreign Operation. Academy of Management Journal, 35, 65-90.

Mensah, J., et al. (2017) He Effect of Demographic Variables on Work Attitudes and
Intentions to Quit: The Case of the Hotel Industry in Cape Coast and Elmina. Glob-
al Journal of Human Resource Management, 5, 46-61.

Emiroglu, B., Akova, O. and Tanriverdi, H. (2015) The Relationship between
Turnover Intention and Demographic Factors in Hotel Businesses: A Study at Five
Star Hotels in Istanbul. Procedia— Social and Behavioral Sciences, 207, 385-397.
https://doi.org/10.1016/j.sbspro.2015.10.108

Monks, J. (2012) Job Turnover among University Presidents in the United States of
America. Journal of Higher Education Policy & Management, 34, 139-152.
https://doi.org/10.1080/1360080X.2012.662739

Prathamesh, M. (2012) Influence of Interactional Justice on the Turnover Behavior-
al Decision in an Organization. Journal of Behavioral Studies in Business, 5, 1-11.
https://www.aabri.com/jbsb.html

Akram, T., Haider, M.J. and Yan, X.F. (2016) The Effects of Organizational Justice
on the Innovative Work Behavior of Employees: An Empirical Study from China.
Journal of Creativity and Business Innovation, 2, 114-126.

DOI: 10.4236/0alib.1105539

29 Open Access Library Journal


https://doi.org/10.4236/oalib.1105539
https://doi.org/10.1177/001316447003000308
https://doi.org/10.13187/ejced.2018.2.235
https://doi.org/10.1016/j.sbspro.2015.10.108
https://doi.org/10.1080/1360080X.2012.662739
https://www.aabri.com/jbsb.html

	The Effect of Demographic Factors on Organizational Justice and Intention to Leave in the Private Higher Education Sector in Egypt
	Abstract
	Subject Areas
	Keywords
	1. Introduction
	1.1. Conceptual Framework
	1.1.1. Distributive Justice
	1.1.2. Procedural Justice
	1.1.3. Interactional Justice
	1.1.4. Temporal Justice
	1.1.5. Spatial Justice
	1.1.6. Intention to Leave


	2. Literature Review and Development Hypotheses
	2.1. Relationship between Organizational Justice and Intention to Leave
	2.2. Demographic Factors, Organizational Justice and Intention to Leave

	3. Methodology
	3.1. Participants
	3.2. Procedural

	4. Tools and Measures
	4.1. Measurement of Organizational Justice
	4.2. Measurement of Intention to Leave

	5. Methods
	5.1. Sample
	5.2. Data Analysis

	6. Testing the Statistical Hypotheses
	7. Results
	8. Discussion
	9. Contributions, Limitations & Future Recommendations
	10. Conclusions
	Conflicts of Interest
	References

