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Abstract 
Purpose - In general, this study aims to examine the relationship between 
organisational justice and the intention to stay of non-academic staff within 
the context of Malaysian Private Higher Learning Institutions (PHLIs). 
Design/methodology/approach - This study utilises descriptive research 
design and data for this study were gathered through survey questionnaires 
comprised of 272 non-academic staff within the Management and 
Professional grade (equivalent to grade 41 to 54 of the Malaysian public 
service) from selected Malaysian PHLIs. Findings - Results revealed that 
the PHLIs were generally practising moderate level of organisational justice 
and the non-academic staff moderately agree with their intention to stay in 
the organisation. Practical implications - Efforts to increase the non-
academic staff intention to stay should focus on enhancing the employees’ 
fairness perceptions pertaining to the university’s management practices, 
work distributions and reward allocations processes. Originality/value – 
Studies that investigated the influence of organisational justice in promoting 
the Malaysian employees’ intention to stay are quite limited, this has created 
a gap in the literature. As such, management understanding on the effects 
of organisational justice towards the non-academic staff can foster positive 
work environment that can encourage competent non-academic staff to 
remain with the university. 
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1.0 Introduction 
Essentially, HRM practices have been repeatedly reported by 

many scholars as having significant effects in influencing employees’ 
intention to stay (Kadiresan, Selamat, Selladurai, Ramendran Spr, & 
Mohamed, 2015; Md Shahid, Rahman, Harun, Othman, & Naina 
Mohamed, 2018; Sharmila, Muhiniswari, & Kaur, 2016). It is believed 
that by implementing good HRM practices, employees will reciprocate 
with higher commitment and lower intention to leave (Harun, Md 
Shahid, & Othman, 2016). However, providing good HRM practices 
alone will not guarantee that employees will remain loyal to the 
organisation up until their retirement age. The elements of fairness 
and justice in how the management treats their employees will also 
play a significant role in influencing the employees’ work attitudes and 
performance (Herr, Bosch, Loerbroks, Genser, Almer, van Vianen, & 
Fischer, 2018). It was reported that when employees feel that their 
employer takes care of their well-being fairly, they will react positively, 
become committed, diligent, hardworking, produce quality work and 
will stay longer with the organisation (Certo & Certo, 2006).  

Without fairness, employees may experience dissatisfaction. 
This is because organisational justice has been acknowledged by 
many researchers as a significant predictor of employees’ work 
attitudes and behaviour (Wang, Liao, Xia, & Chang, 2010). Hence, if 
an organisation fails to fulfil the employees’ expectations with their 
perceived values of organisational justice that they aspire, they will 
leave the organisation (Cohen-Charash & Spector, 2001). In 
highlighting the importance of providing fair treatment to all 
employees, Herr et al. (2018) reported that injustice perceptions were 
found to not only have a direct effect on employees’ performance but 
it also reduces their mental and physical health. In addition, it also 
fosters the overall job satisfaction of the employees (Malik & Naeem, 
2011). Furthermore, it may also affect their intention to stay or to 
leave the organisation (Hassan, 2002).  

In relation to this, several studies have indicated that there is a 
positive relationship between organisational justice and employees’ 
intention to stay (Cohen-Charash & Spector, 2001; Hassan, 2002; 
Ibrahim & Perez, 2014). However, studies that investigated the 
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influence of organisational justice in promoting the Malaysian 
employees’ intention to stay are quite limited, especially in the context 
of Malaysian PHLIs. This has restricted the generalisation of the 
findings and created a gap in the literature, which needs to be 
addressed objectively. 

 
2.0 Research Background 

To understand the employees’ behavioural intentions (intention 
to stay or to leave), Herzberg’s Two-Factor Theory, developed by 
Frederick Herzberg (1966) highlighted that the employees’ job 
satisfaction or dissatisfaction is triggered by two separate factors. The 
first factor, also known as the “hygiene” factors, include salary, 
working conditions and company policy (Herzberg, 1966). These 
factors are also identified as elements that could cause 
dissatisfaction. According to the theory, company policy is said to be 
the major cause of inefficiency and ineffectiveness (Stoner, Freeman, 
& Gilbert, 1995). The hygiene factors are considered as extrinsic 
factors and that they are under the control of the management or 
someone other than the employee (DeShields Jr, Kara, & Kaynak, 
2005). The second factor is the “satisfiers,” also known as the 
motivating factors. They include achievement, recognition, 
responsibility, and advancement (Herzberg, 1966). These factors are 
said to be related to job content and the rewards for work 
performance (Stoner et al., 1995). The satisfier factors are related to 
the intrinsic values of the employees and they are part of their job 
content and the outcomes of the values that are closely monitored by 
the employees (DeShields Jr et al., 2005).   

As such, with reference to the Herzberg’s Two Factor Theory, 
fairness in the treatment employees receive, which in this study is 
referred to as organisational justice, may be considered similar to the 
hygiene factors. This is because without fairness employees may 
experience dissatisfaction. Subsequently, if an organisation fails to 
fulfil the employees’ expectations with their perceived values of 
organisational justice that they aspire, they will leave the organisation 
(Cohen-Charash & Spector, 2001). In highlighting the importance of 
providing fair treatment to all employees,  Herr et al. (2018) reported 
that injustice perceptions were found to not only have a direct effect 
on employees’ performance but it also reduces their mental and 
physical health. It is believed that when employees feel that their 
employer takes care of their well-being fairly, they will react positively, 
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become committed, diligent, hardworking, produce quality work and 
will stay longer with the organisation (Certo & Certo, 2006).  

With regard to this, specifically, this study focuses on the case 
of Private Higher Learning Institutions (PHLIs) in Malaysia because 
the education industry is an important industry in the development of 
the Malaysian economy. As reported by Nuradzimmah (2019), the 
Prime Minister of Malaysia, Tun Dr Mahathir Mohamad highlighted 
that for the nation to pave better future progress for the betterment of 
the nation, education would be the essential foundation. The Prime 
Minister had further iterated that education is the best investment 
because it raises the potential of the individual through value-added 
means, which, in turn, raises the potential of businesses and 
economies to perform well (Nuradzimmah, 2019). To support this 
aspiration, the Malaysian PHLIs has been regarded as the catalyst to 
the transformation of the education industry and an indispensable 
partner to the Government’s efforts in raising the standard of quality 
education, as well as in creating the international higher education 
brand for Malaysia (Mohamed Khaled Nordin, 2010). Furthermore, 
Tun Dr Mahathir Mohamad was reported to acknowledge that 
Malaysia has been producing graduates who excelled in their careers 
through a proven well-balanced education system provided by both 
the private and public educational institutions in Malaysia 
(BERNAMA, 2019).  

Therefore, the PHLIs need to understand that in the 
challenging and volatile economic situation of the present, it is very 
important for the universities to retain their competent employees to 
survive the stiff market competition. This further adds to the ongoing 
competition in recruiting the best candidate from the market caused 
by the shortage of talents faced by higher education institutions in 
developing nations such as Malaysia (Hong, Hao, Kumar, 
Ramendran, & Kadiresan, 2012). Furthermore, with the current 
landscape of the education industry, where ranking and status of a 
university are predominant factors that attract students and sponsors, 
the PHLIs need to give extra attention on their staff retention strategy. 
Although PHLIs will have to incur extra costs to retain their 
employees, they need to understand that the costs of replacing an 
employee can easily reach five times the amount spent for retaining 
the employee. As such, the importance of retaining competent 
employees should be taken seriously because the skills of individuals 
are not substitutable (Stone & Deadrick, 2015). Therefore, the ability 
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of PHLIs to retain their competent employee will assist the university 
to stay focused towards achieving its goals (Hong et al., 2012). 

To achieve the research objectives, this study specifically 
focuses on the non-academic staff at Malaysian PHLIs rather than the 
faculty members because of the large gap found in the literature that 
focuses on this group of employees. To avoid any confusion, this 
study utilises the “non-academic staff” terminology rather than 
“administrators”. This is because there are also academicians who 
hold two work functions - as an academician as well as an 
administrator such as Deans, Deputy Deans and other similar work 
functions that require an academician to hold the specific 
administrative post. Therefore, in this study, a non-academic staff is 
defined as employees who are hired in academic institutions to 
perform administrative duties and not involved in teaching. 

 
3.0 Literature Review 

Ibrahim and Perez (2014) reported that the term organisational 
justice was introduced by Greenberg (1987a, 1987b) to describe how 
the management of an organisation treats their employees and the 
corresponding outcomes from their employees with regard to the 
treatments they receive from the management. It was based on John 
Stacey Adams Equity Theory which was based on the understanding 
that employees make judgments regarding equity or inequity by 
comparing matters such as pay and recognition, with the inputs they 
provide such as knowledge and efforts, with the contributions of 
others, and the outcomes they receive (Adams, 1963, 1965). 
Therefore, the process of hiring new employees and rejecting others, 
and promoting some employees while demoting others, will trigger 
reactions from the members of the organisation.  

Employee’s reactions, however, will totally depend on their 
perceptions on whether or not the processes are fairly conducted. 
The employee’s perception would then influence their behaviours and 
attitudes towards their work, institutions and administrators (Seyrek & 
Ekici, 2017). If an employee perceives that injustice is occurring, 
dissatisfaction and tension will be triggered. Employees will then 
restore justice by adjusting their quality and quantity of work if they 
perceive that they have been unfairly treated. In contrast, employees 
will offer various helpful behaviours that can enhance organisational 
effectiveness if they perceive that they are being treated fairly (Wee, 
Ahmad, & Fen, 2014). 
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In determining the suitable organisational justice constructs for 
this research, this study came across several literatures that 
discussed the types of justice that are important in developing the 
perceptions of fairness in employees. However, Ibrahim and Perez 
(2014) and Wang et al. (2010) reported that distributive justice, 
procedural justice, and interactional justice are the most popular 
organisational justice attributes accepted and studied in the majority 
of organisational justice literature. Therefore, in the context of this 
study and consistent with the findings of past researchers the 
organisational justice constructs proposed for this study are 
distributive justice, procedural justice and interactional justice. 

Ibrahim and Perez (2014) reported that distributive justice 
originated from the field of political philosophy and ethics that looked 
at the concept of distributive justice in the context of social contract 
and economy. The central notion of this theory was based on an 
individual’s perceptions towards fairness in the outcome they 
received. Equity Theory posited that fairness will only be served when 
employees are allocated with rewards that are in proportion to their 
contributions (Adams, 1963, 1965). Consequently, studies in 
distributive justice started to focus on the organisational fairness in 
allocating organisational outcomes or rewards, such as salary, 
promotions, increment, bonuses, and pay increases to their 
employees (Wang et al., 2010). This is because the employee’s 
perceptions of organisational fairness in terms of the distribution of 
work-related outcomes influence employee’s satisfaction and their 
turnover decisions (Heffernan & Dundon, 2016). 

Pertaining to procedural justice, McShane and Von Glinow 
(2008) reported that before the introduction of procedural justice, 
majority of researchers believed that distributive justice is the most 
important element in explaining the employees’ motivation, attitudes, 
and behaviours because employees are assumed to be driven mainly 
by their self-interest to maximise their personal outcomes. Later on, 
researchers such as Thibaut and Walker (1975, 1978) and Greenberg 
(1987a, 1987b) found that both concepts of justice have distinct 
constructs. This is because, in contrast to the distributive justice 
concept, procedural justice is related to the employees’ observations 
and the fairness perceptions towards the organisational procedures, 
rules, and regulations used in determining various outcomes 
(Greenberg, 1987a). Essentially, procedural justice focuses mainly on 
the fairness aspects involved in the decision-making process 
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pertaining to the allocation of the organisational outcomes to the 
employees (Gary, 2011; Hassan, 2002). 

In contrast to distributive justice and procedural justice 
constructs, interactional justice focusses on the management’s 
treatment towards their employees and the adequacy on how 
organisational formal decision-making processes are communicated 
to the employees (Bies, 1987, 2005; Bies & Shapiro, 1987). Hassan 
(2002) further explained that interactional justice is mainly about the 
fairness in interpersonal treatment that the employees receive from 
their management and their understanding of whether decision-
making processes are adequately explained to them. Interactional 
justice is also said to be concerned with the quality of interpersonal 
treatment, which focuses on social sensitivity and informational 
justifications that the employees receive from their management (Bies 
& Moag, 1986). In general, it relates to the degree of fairness people 
see in how they are treated by others in their organisation (Griffin & 
Moorhead, 2013). Therefore, in the context of this study and based on 
previous literature, a model of organisational justice comprising the 
three-justice attributes based on the reported theories and research 
were developed and tested towards the non-academic staff at 
selected PHLIs. 

 
4.0 Methodology 

This study utilises descriptive research design and specifically, 
the cross-sectional approach. The mean and standard deviation 
scores were used to examine the perception levels of agreement of 
the three dimensions of organisational justice. The correlation 
coefficient analysis was then used to measure the association 
between organisational justice and intention to stay. To collect the 
data for each study variable, a structured self-administered 
questionnaire based on established instruments were used. The total 
organisational justice items in this study contained 20 items while the 
intention to stay seven items. 

Specifically, this study investigated the perceptions of the non-
academic staff towards their university’s organisational justice 
(distributive justice, procedural justice, and interactional justice) from 
selected PHLIs within the Management and Professional grade 
(whose jobs are equivalent to grade 41 to 54 of the Malaysian public 
service). To eliminate any bias and possible differences in terms of 
needs and expectations of the non-academic staff, only full-time staff 
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who have been employed for a minimum of one year were chosen as 
respondents for this study. 

The purposive sampling technique was utilised as the selection 
method because it is impossible to obtain a comprehensive list of the 
population. Albeit 279 responses received, only 272 responses were 
accepted, coded and analysed because the remaining responses did 
not fit the participants’ criteria. 

 
5.0 Results and Analysis 
5.1 Factor Analysis 

In determining the validity of organisational justice scale, the 
principal component factor analysis was conducted. Initially, 
organisational justice consisted of 20 items. Whereby, 5 items were 
used to measure distributive justice, 6 items were used to measure 
procedural justice and the last 9 items were used to measure 
interactional justice. The principal components factor analysis with 
Kaiser Normalization varimax rotation method was used to determine 
the appropriateness and dimensionality of the factors. The initial 
results of the analysis on the 20 organisational justice items revealed 
that one item from the procedural justice scale had high cross-
loadings (0.35 and above). The item was eliminated from further 
analyses due to its high cross-loadings as suggested by Kumar, Talib, 
and Ramayah (2013). The remaining 19 items of organisational 
justice were factor analysed again. 

The results of factor analysis on organisational justice 
indicated the existence of three significant factors. The results of a 
scree test also provided support for a three-factor solution. The first 
factor comprised of 14 items relating to the procedural and 
interactional justice. It was mainly concerned with the participants’ 
perceptions of the fairness of the job decisions made and 
management treatments and employees’ rights. Therefore, the items 
under Factor 1, which were originally separated into two separate 
scales - procedural and interactional justice, were merged into one 
scale and renamed as “Justice – Management Practice”. Factor 2, 
which was represented by three items, was named as “Distributive 
Justice – Work” because it was more concerned with the participants’ 
perceptions pertaining to the fairness of their work schedule, job 
responsibilities and workload.  
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The final factor, Factor 3 represented by two items, which 
reflected the participants’ perceptions on the fairness in terms of their 
pay and rewards. This factor was named as “Distributive Justice – 
Reward”. 

On the other hand, the factor analysis result obtained on the 
seven items of intention to stay resulted in a single factor. The results 
of a scree plot test also supported the one-factor solution. This is 
consistent with the original conceptualisation of intention to stay as 
unidimensional. Since only one component was extracted, the 
solution could not be rotated. Therefore, the seven items measuring 
intention to stay were retained as per the original construct because 
the items were interrelated and they share common factors. 

 
5.2 Reliability Test 

Table 1 shows the reliability of independent and dependent 
variables. In this study, the measure by Zikmund, Babin, Carr, and 
Griffin (2013) was adopted, where very good reliability is when 0.80 < 
α < 0.95;  good reliability is when 0.70 < α < 0.80; fair reliability is 
when 0.60 < α < 0.70; and poor reliability is when α < 0.60. Hence, 
the measures had high internal consistency and stability.  

 
Table 1 : Reliability of Independent and Dependent Variables 

Variables Number of Items Cronbach's Alpha 
Justice – Management Practice 14 0.94 
Distributive Justice - Work 3 0.78 
Distributive Justice - Reward 2 0.71 
Intention to stay 7 0.92 

 
5.3 Descriptive and Regression Analysis 

Table 2 lists descriptive statistics for each of the variables in 
the study. This study used the following criteria: mean scores of 2.33 
or less are considered “low”, mean scores between 2.34 and 3.67 are 
categorised as “moderate”, and mean scores of 3.68 and 5.00 are 
categorised as “high.”  Findings reported in the table below indicate 
that the non-academic staff in this study had a moderate perception 
regarding the existence of justice – management practice, distributive 
justice - work, and distributive justice - reward mechanism at their 
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respective universities. The “Intention to stay” felt by the non-
academic staff was also reported to be at a moderate level. 

 
Table 2 : Descriptive Statistics of Study Constructs 

Variables Mean 
(M) 

Standard Deviations 
(SD) 

Justice – Management Practice 3.27 0.65 
Distributive Justice - Work 3.50 0.74 
Distributive Justice - Reward 3.20 0.86 
Intention to stay 3.22 0.85 

 
Table 3 showed the results of the analysis carried out using 

Pearson’s (r) correlation to determine whether there were significant 
relationships among the variables. It is one of the most popular 
techniques being used by researchers in determining the relationship 
of one variable with another. Statistically, the Pearson correlation 
coefficient (r) is the most appropriate tool to be used when using 
correlations to measure the relationships between continuous 
variables (De Vaus, 2002; Kumar et al., 2013; Zikmund et al., 2013). 
According to Singh et al. (2006) and Zikmund et al. (2013), the 
correlation coefficient (r) value can range from -1.00 to +1.00. If (r) = 
+1.0, a perfect positive relationship exists, if (r) = -1.0, a perfect 
negative relationship exists. If the r-value = 0, then there is no 
correlation between the variables. With regard to the interpretation of 
the correlation coefficient with respect to the size, the discussion 
follows that of De Vaus (2002). The details are shown in Table 4. 

 
Table 3 : Designation Strength of Association Based on Size of Correlation 
Coefficients 

Strength of Association Negative  
Low to Moderate -0.29 till -0.10 0.10 till 0.29 
Moderate to Substantial -0.49 till -0.30 0.30 till 0.49 
Substantial to Very Strong -0.69 till -0.50 0.50 till 0.69 
Very Strong -0.89 till -0.70 0.70 till 0.89 
Near Perfect -0.99 till -0.90 0.90 till 0.99 
Perfect Relationship -1.00 1.00 
Source:  De Vaus (2002, p. 272) 

 
Results presented in Table 4 suggest that the correlation 

between the three components of organisational justice and intention 



MALAYSIAN JOURNAL OF CONSUMER AND FAMILY ECONOMICS Vol 24 (S1), 2020 

163 
 

to stay were significant (p < .01).  Intention to stay was significant, 
positive and substantial to very strong correlated with justice – 
management practice (r = .592, p < .01) and distributive justice - work 
(r = .562, p < .01). While, distributive justice - reward (r = .477, p < 
.01) were significant, positive and moderate to substantially correlated 
with intention to stay. These coefficients imply that, to a moderate and 
very strong extent, an improvement in each of the three components 
of organisational justice will definitely improve the intention to stay of 
the non-academic staff.  

  
Table 4 : Correlation Coefficients between the Three Components of 
Organisational Justice and Intention to Stay 

Components of Organisational 
Justice 

Pearson Correlation Coefficient (r) 

Justice – management practice .592** 
Distributive justice - work .562** 
Distributive justice - reward .477** 
** Significant at .01 

 
6.0 Conclusion and Recommendations 

The outcome from this research has also led to several 
implications with regard to the study on the interactions between 
organisational justice and intention to stay variables. Despite the 
recommendations highlighted by the Organisational Justice Theory as 
posited by Miles (2012), which says that employees evaluate the 
implementation of organisational justice within the organisation from 
three different perspectives, namely distributive justice, procedural 
justice and interactional justice, this study managed to build a new 
structure of relationships between justice – management practice, 
distributive justice – reward, distributive justice - work and intention to 
stay among the non-academic staff. “Justice – management practice” 
in this study was used to specifically measure the non-academic staff 
perceptions on the fairness of the job decisions made, management’s 
treatments and employees’ rights. “Distributive justice – reward” on 
the other hand specifically looked at the fairness in the distribution of 
pay and rewards, while the last organisational justice dimension 
“distributive justice – work” was used to measure the perceptions of 
non-academic staff on the level of fairness in the work distributions 
being practised by their university. Despite both variables falling 
under the distributive justice category, because of their specific 
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importance based on the non-academic staff perceptions, the 
variables were set alone in their very specific dimensions.  

The results revealed that to the non-academic staff, the three 
commonly accepted types of organisational justice: distributive 
justice, procedural justice and interactional justice are only generic 
items. Specifically, PHLIs should focus on justice – management 
practice, distributive justice - work and distributive justice – reward 
because they are the exact elements that gave direct effect towards 
enhancing the non-academic staff intention to stay. As such, they are 
the most important elements of organisational justice that need to be 
practised by the PHLIs. This finding is consistent with the results of 
previous studies that when the non-academic staff perceive that their 
management is fair in making job decisions, in treating the 
employees, and practising equal rights to the employees, especially in 
the distribution of pay and rewards, the non-academic staff will 
reciprocate by obliging to remain with their present employer 
(Heffernan & Dundon, 2016; Seyrek & Ekici, 2017). The management 
team need to understand that to lower the turnover intention, they 
need to be perceived as practising fair practices, procedures and 
implementations because of only those who perceive that this 
fairness as beneficial to them will tend to commit themselves to the 
organisation and thus intend to stay longer (Cohen-Charash & 
Spector, 2001).  

The findings from this research also indicated that fairness in 
the implementation of justice – management practice, distributive 
justice - work and distributive justice – reward could lower the non-
academic staff turnover behaviour and motivating them to stay longer 
with the university. This study suggests that if the non-academic staff 
perceived that they are given a fair treatment and commensurate with 
a fair and acceptable level of stipend, it will motivate them to be loyal 
to the university and this will increase their intention to stay. Therefore 
PHLIs management team should be aware that when the non-
academic staff perceive that they are unfairly treated and the rewards 
did not commensurate their contribution, their intention to stay 
becomes lower, indicating that the non-academic staff may not stay 
longer with the university if they receive a better offer elsewhere 
(Heffernan & Dundon, 2016). Thus, a greater concern must be placed 
on enhancing the non-academic staff organisational justice 
perceptions to increase their intention to stay.  



MALAYSIAN JOURNAL OF CONSUMER AND FAMILY ECONOMICS Vol 24 (S1), 2020 

165 
 

Subsequently, this study agrees with the recommendations 
made by Kadiresan et al. (2015) that the PHLIs top management 
team should be made aware of the importance of rewarding the 
employees fairly in tandem with the efforts they contribute. This is 
because the results imply that despite facing an unfavourable 
performance appraisal outcome, the non-academic staff will still be 
loyal to the organisation if they perceive they have been given a fair 
treatment in the pay and reward evaluation processes. Several 
suggestions can be offered to the PHLIs management team in order 
to develop a fair and suitable organisational justice mechanism for the 
university. First, to increase the fairness perceptions of non-academic 
staff, the performance appraisal implemented by the PHLIs should 
utilise a reliable and objective evaluation process, which allows them 
to monitor and evaluate their own performances. Second, a formal 
feedback system, where both parties can communicate freely to 
express their concerns and suggestions should also be integrated into 
the process. Third, the provisions and receptions of feedback 
regarding their performance need to be conducted at the superior and 
subordinate level and not just at the top management level. Fourth, 
PHLIs should share with their non-academic staff on the career 
progression path that is available in the university, so that the non-
academic staff can chart their own personal developmental strategy in 
achieving their career aspirations.  

Thus, this study recommends that the organisational justice 
mechanism implemented by the university should be conducted in a 
way that it can attain maximum fairness level of confidence of the 
non-academic staff. The use of proper and fair mechanisms and 
approaches relevant to the non-academic staff personal needs will 
foster a positive work environment, which will encourage competent 
non-academic staff to remain with the university. 
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