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Abstract— Job satisfaction remains an important attitude of
employees for them to well execute their work roles. This paper
reports the influences of moral leadership, interpersonal-, and
informational justice. A total of 205 samples in this study were
taken from educational staffs of high schools and universities. As
expected, this study found that mor: dership was related to job
satisfaction. Moral leadership was positively related to
interpersonal- informational justice. Interpersonal- and
informational justice were positively related to job satisfaction.
Also, this study found that the effect o ral leadership on job
satisfaction mediated by interpersonal- and informational justice.
Thmrgl and practical implications are discussed. Remedies to

ita

some tions of the study and future directions are also
addressed.
Keywords:  moral  leadership,  interpersonal  justice,

informational justice, job satisfaction

I INTRODUCTION

The focus of this paper is to investigate factors influencing
a widely-known job attitude, namely job satisfaction. One’s
attitude toward his/her job is an important factor impacting
his/her various behaviors and performance [1]: [2]. The work
atmosphere as a result of leadership is believed to be a
determinant for employees” job satisfaction. The current study
believes that a leadership style may influence such atmosphere.
Particularly, the Indonesian society shares a value that morality
has a significant meaning in a leadership process. Within the
culture, unethical conducts will not only break rmles or
regulations, but also harm and unbalance the harmony of a
particular society. Furthermore, leaders are expected to show
virtues and become moral examples within the society. As
moral examples, leaders need to show their behaviors as
naturally and morally correct [3]: [4]. Leadership behavior,
morally or immorally, may become important symbolic pattems
which  followers may follow. In brief, by showing such
behaviors, leaders are able to maintain interpersonal harmony
in society and make human society moral in nature [4].

Although extant research has demonstrated the importance
of moral leadership and perceived justice on job satisfaction
[5]: [6]: [7], it has ignored to examine how moral leadership
and employees’ perception on organizational justice may
together influence job satisfacti ]. This study employs two
dimensions of justice, namely interpersonal justice (i.e., the
extent to which an oyee perceives to be fairly treated by
his/her leader) and informational justice (i.e., the extent to
which an employee enjoys effective communication with
his/her leader) [8]. This study contributes to theory by opening
up the relationships among variables and to practice by giving
an insight to practitioners on the importance of practicing moral
leadership within organizations, in order for encouraging
employee job satisfaction. Figure 1 shows the proposed model
and hypotheses examined in thi?‘ study.
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Figure 1: Proposed Model

1. THEORY AND HYPOTHESES DEVELOPMENT

A. A Review of Relational Leadership Theory and Paternalistic
Leadership Theory

Leadership is a process by which an individual (who is
labeled as a leader) influences a group of individuals (who are
labeled as followers) to achieve organization’s goals and the
organizational effectiveness [9]. Extant literature has discussed
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a significant numbers of the theories of leadership, styles, and
practices [9]: [10]. One of important theories is relational
leadership theory that emphasizes on a social influence process
through which emergent coordination and change are
constructed and produced [11]. Uhl-Bien suggests that within
the coordination a leader may evolve social order. While within
the change, a leader may deliver new values, attitudes,
approached, behavior, and ideologies (p. 655). There are some
theories are classified into the theory, for example, leader-
member exchange theory (i.c., leadership occurs when an
effective leader- member partnership is developed), charismatic
leadership theory (i.e., the leader-member relationship is
developed followers perceive their leaders as charismatic and
the persons they identify with), and paternalistic leadership
theory [11] ; [12]. Theorists argue that the development of high
quality, trusting, and work relationship is the central issue

within relational leadership theory [11]; [13]; [14].

Specifically, patemalistic leadership theory refers to a
fatherlike leadership style in which strong authority is combined
with concern and considerateness [4] :[12];. Farh and co-
authors [3] suggest three dimensions of relational leadership
theory, namely authoritarian (i.e., to assert authority and
control), benevolence (i.e., to emphasize individualized and
holistic concem), and morality. Moral leadership is
characterized behaviors that demonstrate superior personal
virtues [3]. The authors also point out that leaders need to show
high moral standards (e.g., does not avenge subordinates when
he/she offended, does not take credit from subordinates for
his/her own interests). In comparison, moral leadership may
have a number of similarities with ethical leadership [6].
However, Kim and Brymer [6] defined ethical leadership as a
leaders’ behaviors that provide ethical standards, reward ethical
behaviors and punish the wrongdoers.

Although moral and ecthical leadership perspectives are
somewhat overlapping, they are also different. While ethical
leadership focuses on official rules or relations of organization,
moral leadership emphasizes on both the behaviors related to
regulated or unregulated norms in organizations.

B. Moral Leadership and Job Sa:m‘:imr

Moral leadership is expected to have a positive effect on job
satisfaction. Various job elements have already found to be
important factor for job satisfaction [15], because moral
behaviors should lead higher followers’ respect and leaders’
self-identity in the perspective of followers [4]; [12].
Specifically, extant works have demonstrated the importance of
leadership styles on employee job satisfaction [7]; [15]. Moral
leadership covers unselfish behavior of leaders, including not to
abuse power for one’s own good, and not taking personal
revenge in the name of public interest [3] which may also
promote ethical climate within a unit or an organization [16];
[6]. According to relational leadership theory, the most
important outcome of leadership is a good leader- member
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relationship  [11]. Since moral values may strengthen the
relationship as perceived by employees and hammonious
situation within groups, the employees’ job satisfaction also
may be increased [3]; [6]; [12]. Consistent with prior work [7],
it suggests that moral leadership may be expected to promote
emplliiees’ job satisfaction. Therefore, this study proposes:

Hypothesis 1: Moral leadership is positively related to job
satisfaction.

C. Moral Leadership, Interpersonal-, and Informational Justice
[g: study investigates the impacts of moral leadership on
both interpersonal- and informational justice [17]. Interpersonal
leadership refers to the extent to which employees are treated
with respect [17] and the dignity and respect that one
receives [18]. Whereas, informational justice refers to the extent
to which employees be informative and have open
communication with their leaders[17];[19]. Extant research
only demonstrate a small, but important tract of the meaning of
leadership behavior on perceived justice [20]. Sabeen found
that managerial behavior was an important predictor for
interactional justice (i.e., an interchangeably used for
procedural justice that refers to the fairness toward the
implementations of systems, procedure, rules or policies). When
employees see their leaders to be the persons who can keep
morality, their perception on justice is boosted. In a similar
vein, based on relational leadership theory, since moral leaders
put an emphasis on developing and maintaining important
values, beliefs, norms, and work standards within work groups
[11], the perceived justice can be expected to be developed
[20]. The moral virtues as shown by leaders can conform to
cthical and humanitarian ways for interpersonal treatment [21];
22]. If leaders show the behaviors, the employee perceptions
toward organizational justice will be more positive [20]. Taken
together, when leaders apply moral behaviors, a justice
atmosphere is increased, namely both interpersonal- and
informational justice as perceived by employees are enhanced.
Therefore, this sproposcs:
Hypothesis 2: Moral leadership is positively related to
interpersonal justice.
Hypothesis 3: Moral leadership is positively related to
informational justice.

D. Mediating Roles of Interpersonal and Informational Justice
When individuals believe they are being treated fairly, they
tend to exhibit higher levels of job performance and more
organizational citizenship behavior [21]. Equity theory asserts
that employees are mostly motivated if they are treated
equitably [23] and the motivation may in tum promotes various
positive work outcomes [24]. Similar with equity theory,
relational leadership theory suggests that employees as entities
may learn about leadership process and follower experiences
during working with the leaders which the factors may be
related to the employee perceptions toward organizational
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justice, satisficing and trusting relationships [11]. The theory is
consistent with patemalistic leadership theory suggesting that
the combination of fatherly benevolence and moral integrity
may correspond to the members’ sense of equity and justice
[3]. Cheng and co- authors argued that leaders who initiate the
change on work values, attitudes, approaches, behaviors, and
ideologies should also contribute to the enhancement of
members’ positive responses, which in tum, the positive
response may enhance the overall job attitudes, including job
satisfaction [6]: [7]: [25]. In light with the above discussion,
first, the current study believes that interpersonal- and
rmational justice may influence the improvement of
employees’ job saction, Second, it can be expected that the
development of interpersonal- and informational justice as a
result of moral leadership may in turn promote employees’ job
satisfaction. In further, it is likely that both types of justice
positively comrespond to job satisfaction. In addition,
interpersonal- and informational justice may also play roles as
mediators between moral leadership and job satisfaction.
Finally, this studm)poscs:

Hypothesis 4: Imerpersani Justice (a) is positively related to
Job satisfaction and (b} mediates the relationship between
moral leadership and job satisfaction.

Hypothesis 5. hgfm‘ma:fcnzf Justice (a) is positively related
to job satisfaction and (b) mediates the relationship between
moral leadership and job satisfaction.

1. METHODS

. Respondents
We targeted Indonesian educational staffs of high schools
(teachers) and universities (lecturers) for this study. We
believed that the target respondents were suitable to our study.
Job satisfaction of educators is a focal issue as it relates to their
performance as knowledge delivers, and contributes to the
success, vision, and mission of their educational organizations.
All measures were translated into Indonesian, since they were
presumed to be unfamiliar with English language. A number of
6 high schools and 12 universities were involved. Initially, we
distributed our questionnaire to 260 individuals. Both paper-
based and online surveys were conducted. A total of 205
responses were collected and all usable, representing a 79% of
response rate. The following table is the characteristics of our

respondents.
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Table 1: Respondents™ Characteristics

Characteristic Freq. %
Male 08 48
o Female 107 52
=30 32 16
Age 31-40 56 27
41-50 59 29
=50 58 28
Undergraduate 131 64
Education Master’s 58 28
Doctoral 16 7

Note. N= 205

B. Measures

Moral Leadership. A six-item scale from Cheng et al. [3]
was used to measure the moral standard of leaders. The original
version of the measure was used in a Chinese context which it
included “guanxi” meaning the network of relationships in the
community. Although “relationship™ is relevant in our society,
we modified the item mentioning “guanxi”, namely the term
was replaced with “interpersonal relationship.” One item was
dropped due to a low loading score. A sample item is “My
supervisor never avenges a personal wrong in the name of
public intere hen he/she is offended.” Response options
ranged from (1) strongly disagree to (5) to strongly agree. The
loadings of five items were between 0.53 - 0.81. The
Cronbach’s alwas 0.74.
Interpersonal Justice. A four-item scale from a;uitt
[17] was used to assess interpersonal justice. A sample item is
“My supervisor treated me in a polite manner.” Response
options ranged from strongly disagree (1) to strongly agree),
The loadings of four items were between 0.72 - 0.85. The
Cronbach’s alpha for this scale was 0.81.
Informational Justice. A five-item scale from Colquitt
[17] was used to css informational justice. A sample
question is “My supervisor has been candid in his/her
communication with me.” Response options ranged from
strongly disagree (1) to strongly agre . The loadings of five
items were between 0.75 - 0.85. The i®nbach’s alpha for this
scale was 0.82. Job action. A five-item scale from
Brayfield and Rothe [26] was used to assess job satisfaction. A
sample question is “I feel fairly satisfied with my present job.”
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Response options ranged from strongly disagree (1) to strongly
ree (5). The loadings of five items were between 0.79 - 0.89.
The Cronbach’s alpha for this scale was 0.90. ControlVariables.
We

included  gender (male=1, female = 0), age (< 30 = 1,
~40 =2, 41 - 50 = 3> 50 = 4), education (Diploma = 1,
undergraduate = 2, master’s = 3, doctorate = 4) (c.g., [7]: [27].

We strongly encourage authors to use this document for
the preparation of the camera-ready. Please follow the
instructions closely in order to make the volume look as
uniformas possible

C. Analytical Procedure

The AMOS statistical program was used to examine the
significance of the proposed links. This pmgmi was also used
for evaluating the indirect effects of interpersonal and
informational justice. To confirm with the results of the
mediating effects, we performed Sobel’s analysis.

IV. RESULTS

Table 2 shows means, standard deviations, and correlations
Tabla?
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among variables. As shown, all study variables are significantly
correlated one with each other at p < 0.01. The cormelation
between the two dimensions of justice was quite high (0.73, p <
0.01). First, because interpersonal and informational justice are
inherently posited as two discrete dimensions of justice within
the same construct [17]. Second, in the present model we
evaluated the two separately. Based on these reasons we
therefore performed a discriminant validity test to examine
whether these dimensions were statistically different. By
performing the AMO ogram, a measurcment model was
formed that placed the dimensions as the first-order factors and
their items as the second-order fa The fit indices were =
88.92, CMIN/DF = 3.42, GFI = 091, IFI = 093, CFI =
0.93, and RMSEA = 0.11. An altemative measurement model
was also formed that merged all items of the two dimensions
onone latent factor. The fit indices for t odel were =
109.92, CMIN/DF = 4.07, GFI = 0.89, IFI = 0.90, CFI =
0.90, and RMSEA = 0.12. The chi-square difference was
21.01 and significant at p < 0.001. The baseline measurement
model was better than the alternative one, the discriminant
validity of the two was thus demonstrated.

Variable Mean D1 1 ] ] 3 ']

1. Gender 2.70 1.03

2 Age 152 50 -14

3. Education 144 £ 19* 00

4. Moral leadership 3.69 £ 05 {08 =13 .7

5. Interpersonal justice 403 55 1= 02 16* S (BD

6. Informational justice 3.06 07 -04 04 Adre o 73 (3D

7. Job satisfaction 302 62 23% 00 200 44 g0e G1F (90)

Note. N=205; 5D = standard deviation; * p=.05, ** p=.01 {two-tailed) Alphas coefficients are given in the pal:u‘.'ﬁrscs_

A. Testing for Direct Relationships

A path analysis wacrformcd by using the AMOS
statistical program. Three control variables were included in the
model, namely gendefilége, and education. As shown in Table
3, it is found that age (f=0.12, p<0.05) and education (f=0.13,
p <0.01) were positively related to job satisfaction. It indicates
that older employees and employees with higher education
perceived higher lcvﬂof job satisfaction. H1 proposes that
moral leadership is itively related to job satisfaction. As
cctcd, the results found that moral leadership was positively
related to job satisfaction (f = 0.18, p < 0.01). Hl was
supported. H2 proposes that molcadcrship is positively
related to interpersonal justice. It was found that moral
leadership was positively related to interpersonal justice (ff =
n!M, p < 0.001). H2 was supported. H3 proposes that moral
leadership is positively related to informatiglal justice. As
suspected, the results found that moral leadership was
positively related to informational justice (f = 0.44, p < 0.001).

H3 was supported. H4a proposes that interpersonal justice is
positively related to job satisfactimAs suggested, the positive
impact of interpersonal justice on job satisfaction (f = 0.43, p <
0.001). H4a was supfidrted. Lastly, H5a proposes that
informational justice is positively related to job satisfaction.
The positive impact of informational justice on job satisfaction
was also found (p=0.23,p<0.01). H5a was also supported. The
results revealed that most of the fit indices were met (see Table
3), showing an acceptable good fit of the model.

B. Tes;fngﬁ)rMea’fa:iona!Refa:fmsMﬁ

A Sobel test is operated under the ¥afon and Kcna’s [28]
four conditions for evaluating a mediating effect. First, the
independent variable must significantly predict the dependent
variable. Second, the independent variable must significantly
predict the mediator. Third, the mediator must significantly
predict the dependent variable. As shown in the previous
testing the path moral leadership job satisfaction was
significant, satisfying the first conditions for the mediating
effects of interpersonal- and informational justice. H4b
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proposes the mediating effect of interpersonal justice on the
relationship between moral leadership and job satisfaction.
The paths moral leadership interpersonal leadership and
crpcrsonaljob satisfaction were all significant. H5b proposes
the mediating effect of informational justice on the relationship
between moral lcadcrshipm job satisfaction. The paths moral
leadership informational justice and informational justice job
satisfaction were all significant. Therefore the second and third
conditions for the mediating cffcof interpersonal- and
informational justice were reached. As shown in Table 4, the
indirect effect of moral leadership on jo@tisfaction via
interpersonal justice was 0.19 (0.44 x 0.43). The indirect effect
of moral leadership on job satisfaction via informational justice

Advances in Social Science, Education and Humanities Research, volume 439

was 0.10 (0.44 x 0.23). Therefore, the total effect of moral
leadership including the direct effect on job satisfaction was
0.47 (0.18 + 0.19 + 0.10). The results showed the mediating
effect of interpersonal- and informational justice. To validate
the results, a Sobel test was also performed. To find path
coefficients and standard errors as required to perform the
analysis, a regression analysis was conducted. All control
variables were included. The Sobel test statistics for the
mediating effects of interpersonal- and informational justice
were significant. The results exhibited supports for H4b and
H5b
Table 3: Results of Path Analysis

Estimate (Sig.) Model Fit Assessment
Path Estimated Index Expected Results
value
Gender Job sansfaction .02 (.06) CMIN/DF Less than 3 325
Age Job satsfachon 12 (.03)* GFI More than .90 97
Education Job satisfaction 13 (05)*+* NFI More than .90 05
Moral leadership  Job sansfaction 18 (05)** IFI More than .90 97
Moral leadership  Interfersonal justice A4 (05)*+ CFI More than .90 97
Moral leadership Informational justice A4 (05)*** BEMSEA Less than .08 A1
Interpersonal justice  Job satisfaction A3 0B+
Informational justice  Job satisfaction 22 (.0g)**

Note, N =205: *p=.05, ** p<.01, *** p<.001. Numbers in parentheses are standard errors.

V. RESULTS

Drawing on rclnal leadership theory and patemalistic
leadership theory, this study tests the effects of moral
leadership on job satisfaction by using educators (teachers and
professors) of several high schools and universities in
Indonesia. In addition, this study also includes interpersonal-
and informational justice as mediators. As predicted, the
tionships of moral leadership and job satisfaction,
interpersonal-, and informational justice were significant. Both
types of justice were also related to job satisfaction. The
mediating effects of the typesof justice were alsodiscovered.
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Table 4. Mediating Effects Results

Path Coefficient

Advances in Social Science, Education and Humanities Research, volume 439

Moral leadership = Interpersonal Justice
Interpersonal justice > Job Satisfaction
Moral Leadership - Informational Justice
Informational justice - Job satisfaction
Test Statistic (Sobel test)

Mediating Effect
Interpersonal Informational
Justice Justice

47 (.05)

.66 (.06)
45 (.06)
.59 (.06)

7.14 (04)*** 6.64 (09)***

Note. N =205, *** p < .001. Numbers in parentheses are standard errors. For the ease of presentation, path
coefficients of control variables to job satisfaction were not presented.

The current study contributes to theory i@vcral ways.
First, since extant research has put an important of the effect of
leadership on job satisfaction [15], this study discloses the
impact of a specific aspect of leadership, namely morality, on
the job attitude. Second, this study theorizes the meaning of
justice on the relationship between moral leadership and job
satisfaction. Consistent with previous findings, the employees’
perception on moral atmosphere should directly affected job
satisfaction [7]; [16]. Because the atmosphere may affect
various job attitudes [6], thi study posits that the effect of moral
leadership may pass through the perceived justice. This study
validates that interpersonal- and informational justice may
become important mediating variables. It also contributes to
practice. Since morality is important aspect to be shown by
leaders, because it can increase job satisfaction and perceived
justice, managers may wish to consider to practice the aspects of
morality in leadership process. In addition, systems that
improve the ethical and moral practices are focal to maintain
leaders’ behaviors related to the aspects. This effort may be
strongly related to maintaining the implementation of moral
leadership.

Some limitations are noted. This study used a cross-
sectional design in data collection. It may cause a significant
common method variance. However, we can claim that the
method was appropriate to our measures. For instance, our
samples were competent to measure moral leadership (i.e.,
because they saw their leaders in everyday basis in term of
morality), and their perceived justice, and job satisfaction
However, multiple times of data collection may be considered
[29]. Second, a general job satisfaction is used to measure
educators’ job satisfaction. Future research may use a more
specific job satisfaction measure which related to specific jobs
of respondents.

VI. CONCLUSIONS
This study demonstrates that moral leadership is related to
job satisfaction, interpersonal-, and informational justice.

24
Furthermore, interpersonal- and informational ju-sticc are
positively related to job satisfaction. This study also
demonstrates that the effect of moral leadership on job
satisfaction can be mediated by interpersonal- and
informational justice.
EBKNOWLEDGMENT
This We thank Ministry of Research, Technology and
Higher Education of the Republic of Indonesia (DIKTI) for the
fund awarded that has been used to finance this study.
REFERENCES

[1] Judge, T. A., Thoresen, C. 1., Bono, 1. E., & Patton, G. K. (2001). The
job satisfaction—job  performance relationship: A qualitative  and
quantitative review. Psychological Bulletin, 127(3),376-407.

12] Whitman, D. S, Van Rooy, D. L., & WViswesvaan, C. (2010}
Satisfaction, citizenship behaviors, and  performance m work units: A
meta-mnalysis of collective construct relations. Personnel Psychology,
63(1),41-81. doi:10.1111/5.1744-6570.2009.01 162.x.

|3] Cheng, B.-S.. Chou, L-F., Wu, T.-Y., Huang, M_-P., &Farh, 1.-L. (2004).
Paternalistic leadership and  subordinate  responses:  Establishmg  a
leadership model mn Chinese organizations. Asian Jowmnal of Social
Psychology, 7(1), 89-117. doi:10.1111/).1467- 839X.2004.00137 x

[4] Westwood, R. (1997). Harmony and Patriarchy: The Cultural Basis for
'Patemalistic Headship® Among the Overseas Chinese. Organization

Studies, 18(3), 445- 480.
doi:10.1177/017084069701800305

|5] Ding, D., Lu, H, Song Y. & Lu, Q. (2012). Relationship of
servant leadership and employee loyalty: The mediating role of employee
satisfaction. iBusiness, 4, 208-215

(6] Kim, W. G., & Brymer, R. A. (2011). The effects of ethical leadership on
manager job satisfaction, commitment, behavioral outcomes, and firm
performance. International Jownal of Hospitality Management, 30,
1020-1026.

|7] Okpara, 1. 0., & Wynn, p. (2008). The impact of ethical climate on job
satisfaction, and commitment m Nigeria. Jowrnal of Manpower, 27(9),
935-950.

[¥] Colguitt, 1. A, LePine, 1. A, & Noe, R. A (2000). Toward an mtegrative
theory of training motivation: A meta- analytic path analysis of 20 years
of research. Journal of Applied Psychology, 85(5), 678-707.

19] Uzohue, C. E., Yaya, J. A, & Akintayo, O. A. (2016). A review of
leadership theories, principles, styles and their relevance to management
of Health Science Libraries i Nigena. Jownal of educational Leadership
and Policy, 1{1), 17-26.

[10]  Amanchukwu, R. N, Stanley, G. 1., & Ololube, N. P. (2015). A review of
leadership theones, principle and styles and their relevance to educational

123




ATLANTIS

[11]

(2]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]
[24]

[25]

[26]

27

28]

B9

PRESS

management. Management, 5(1), 6-14.
Uhl-Bien, M. (2006). Relational leadership  theory: Explonng  the
social processes of leadership and organizng. The Leadership Quarterly,
17(6), 654- 676.
Pellegrini, E. K., & Scandura, T. A, (2008). Patemahstc Leadership: A
Review and  Agenda for Futre Rescarch.  Jowmal of
Management, 34(3). S66- 593,
doi:10.1177/014920630831 6063
Graen, G. B., & Uhl-Bien, M. (1995). Relationship- based approach to
leaders Development of leader- member exchange (LMX) theory of
leadership over 25 years: Applying a  mult-level mulo-domain
perspective. The lendership quarterly, 6(2),219-247.
Scandura, T. A, & Schriesheim, C. AL (199%4). Leader- member exchange
and supervisor carcer mentoring  as  complementary  constructs
leadership research. Academy of Management Journal, 37(6), 1588-1602.
doi:10.2307/256800
laffaldano, M. T., & Muchinsky, P. M. (1985). Job satisfaction and job
performance: A meta- analysis. Psvchological Bulletin, 97(2),  251-
273 Retrieved from
http://search progquest.com/docview/61429121 1 ?accou ntid=12719
Hoch, 1. E., Bommer, W. H., Dulebohn, 1. H., & Wu, D. (2016). Do
Ethical, Authentic, and Servant Leadership Explain Varance Above and
Beyond Transformational Leadership? A Meta-Analysis. Jowrnal of
Management. doi:10.1177/01492063 16665461
Colquitt, J. A. (2001). On the Dimentionality of Organziational Justice: A
Construct Validation of a Measure. Jowrnal of Applied Psychology, 86(3).
386- 400,
Greenberg, 1. (1993). The social side of fairness: Interpersonal and
informational classes of organizational justice. In R. Cropanzano (Ed.),
Justice in the Workplace: Approaching Fairness in Human Resource
Management (pp. 79-103). Hillsdale, NI: Lawrence Erlbaum Associates.
Scott, B. AL, Colquitt, 1. A, & Zapata-Phelan, C. P, (2007). Justice aa
Dependent  Vanable:  Subordinate  Charisma  as a  Predictor of
Interpersonal and Informational Justice Perceptions. Jowrnal of Applied
Psychology, 92(6), 1597-1609.
Sabeen, Z. (2012). Managerial Leadership and Interactional Justee
Perceptions: An  Explomtory Study. African Jownal of Business
Management, 6(45),11213-11220.
Cropanzano, R., & Rupp, D. E. (2003). An overview of organizational
Justice: Implications for work motivation. In L. W. Porter, G. Bigley, &
R. M. Steers (Eds.), Motivation and Work Behavior (Tth ed.). New York:
MeGraw-Hill Irwin.
Wicsenfeld, B. M., Jr., W. B. S., Brockner, J., & Bartel, C.(2007). Is
more faimess always preferred? Self- esteem  moderates reactions to
procedural justice. Academy of Management Journal, 5((5), 1235-1253.
Adams, 1. S0 (1965). Inequity in social exchange. Advances in
Experimental Social Psychology, 2, 267- 299.
Sun, K. K. (2016). The Power of Perks: Equity Theory and Job
satisfaction in Sificon Valley. (Bachelor), Claremont College, California.
DeConinek, J. B. (2010). The influence of ethical climate on marketing
employees' job attitudes and behaviors. Joornal of Business Research,
63, 384-39].
Brayfield, A. H., & Rothe, H. F. (1951). An index of job satisfaction.
Jowrnal of Applied Psvchology, 33(5), 307-311.  Retneved from
http://search progquest.com/docview/6 14256057 Taccoun ntid=12719
Prati, G., & Pietrantoni, L. (2014). Coming out and job satisfaction: A
moderated mediation model. The Career Development Quarterly, 62,
358-371.
Baron, R. M., & Kenny, D. AL (1986). The moderator— mediator variable
distinction in social psychological research: Conceptual, strategic, and
statistical considerations. Jowrnal of Personality and Social Psychology,
F1(6), 1173-1182.
Podsakoff, P. M., MacKenzie, 8. B, Lee, 1.-Y., & Podsakoff, N. P.
(2003). Common method biases in behavioral research: A entical review

Advances in Social Science, Education and Humanities Research, volume 439

of the literature and recommended remedies. Journal of Applied

Psychology, 88(5), 879-903.

124




04._Moral_Leadership_and_Job_Satisfaction__Atlantic_Press....

ORIGINALITY REPORT

16 12 13+ 4

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

Yanping Li, Jia Xu, Yidong Tu, Xinxin Lu.
"Ethical Leadership and Subordinates’
Occupational Well-Being: A Multi-level
Examination in China", Social Indicators
Research, 2013

Publication

T

o

stars.library.ucf.edu

Internet Source

(K

e

Submitted to Icon College of Technology and

Management
Student Paper

T

-~

Career Development International, Volume
17, Issue 3 (2012-06-19)

Publication

T

o

link.springer.com

Internet Source

(K

ill.ulib.iupui.edu

Internet Source

T

=

kasetsartjournal.ku.ac.th

Internet Source

T




B Submitted to American Public University 1
<l%
System

Student Paper

n Kuokkanen, Liisa, Helena Leino-Kilpi, Jouko <1 o
Katajisto, Tarja Heponiemi, Timo Sinervo, and ’
Marko Elovainio. "Does Organizational Justice
Predict Empowerment? Nurses Assess Their
Work Environment : Nurses Assess Their
Work Environment", Journal of Nursing
Scholarship, 2014.
Publication
fbr.springeropen.com

Internethourceg p <1 %
docshare.tips

Internet Source p <1 %
ir.jkuat.ac.ke

IntélrnetSource <1 %
www.ufstudies.net

Internet Source <1 %
Submitted to University of Warwick

Student Paper y <1 %
curis.ku.dk

Internet Source <1 %
www.research.manchester.ac.uk

Internet Source <1 %




Submitted to University of Edinburgh

Student Paper y g <1 %

Handpook of Principles of Organizational <1 o
Behavior", Wiley, 2012
Publication
www.deepdyve.com

InternetSourcep y <1 %

International Journal of Bank Marketing, <1

%

Volume 28, Issue 5 (2010-07-24)
Publication
ebin.pub

Internet?ource <1 %
scholarcommons.usf.edu

Internet Source <1 %
www.tandfonline.com

Internet Source <1 %
mafiadoc.com

Internet Source <1 %
WWW.sciencegate.a

Internet Source g pp <1 %
www.umsl.edu

Internet Source <1 %
Submitted to Intercollege

Student Paper g <1 %




Shi, Junqi, Han Lin, Lei Wang, and Mo Wang. <1 o
"Linking the Big Five personality constructs to ’
organizational justice", Social Behavior and
Personality An International Journal, 2009.

Publication
etd.libs.uga.edu

%ternetSource g <1 %
www.frontiersin.or

Internet Source g <1 %

Eric Lambert, Nancy Lynne Hogan, Shannon <1 o
Barton, Alan Clarke. "The impact of ’
instrumental communication and integration
on correctional staff", The Justice Professional,

2002
Publication

Journal of Managerial Psychology, Volume 28, <1 o
Issue 6 (2013-09-07) ’
Publication

Michelle Inness, Julian Barling, Nick Turner. <1 o
"Understanding supervisor-targeted ’
aggression: A within-person, between-jobs
design.", Journal of Applied Psychology, 2005
Publication
digitalcommons.latech.edu

Int§net50urce <1 %
hdl.handle.net

Internet Source <1 %



ojs.stiami.ac.id

Ingernet Source <1 %
scholarworks.gsu.edu

Internet Source g <1 %
www.diva-portal.or

Internet Source p g <1 %
www.docme.ru

39 Internet Source <1 %
www.omicsonline.or

Internet Source g <1 %
www.researchgate.net

Internet Source g <1 %

Journal of Managerial Psychology, Volume 26, <1 o
Issue 8 (2011-11-20)
Publication

Paul W. .Thurston, Laurel McNall. J.ustlce <1 o
perceptions of performance appraisal
practices", Journal of Managerial Psychology,
2010
Publication

Joanna Georgalis, Ramanie Samaratunge, Nell <1 o

Kimberley, Ying Lu. "Change process
characteristics and resistance to
organisational change: The role of employee



perceptions of justice", Australian Journal of
Management, 2014

Publication

Oleg V. Petrenko, Federico Aime, Tessa <1 o
Recendes, Jeffrey A. Chandler. "The case for ’
humble expectations: CEO humility and
market performance", Strategic Management
Journal, 2019

Publication

Exclude quotes Off Exclude matches Off
Exclude bibliography On



