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Abstract—A  considerable number of studies have
investigated the relationship between perceptions of
organizational justice and employees’ work attitude. This study
investigates the effect of distributive justice, procedural justice
and interactional justice on supervisor support, organization
support, supervisor trust and organization trust in Saudi
companies. A questionnaire was used to assess the different
relationships. Different results were found confirming or
rejecting the different hypotheses.

Index Terms—Organizational justice, supervisor, Saudi
Arabia.

. INTRODUCTION

Social exchange theory has been discussed widely in
different disciplines including sociology and social
psychology. It involves two important facets — trust and
fairness [1]. Research has investigated the relationship
between perceptions of organizational justice (distributive,
interactional, and procedural) and employees’ attitudes [2],
[3].

The purpose of this paper is to understand the relationship
between distributive justice, procedural justice, Interactional

justice, organizational support, supervisor support,
organizational trust, and supervisory trust in Saudi
companies.

Il. LITERATURE REVIEW

A. Organizational Justice

The “self-interest” model [4], suggests that people will
pursue self-interest by maximizing their own resources based
on their perception of fairness and justice. In order to
enhance perceptions of distributive justice and maximizing
Self-interest, individuals want to exert as much control over
outcomes in order to boost the perception of distributive
justice. Distributive justice is concerned with perceptions of
fairness arising from organizational allocations and outcomes
[5]. It is how the employee perceives fairness in the
organization and how the organization is treating him equally
regarding  responsibilities and compensation. The
preponderance of research indicates that employees' feelings
of inequity (distributive justice) are associated with
dissatisfaction regarding outcomes such as pay and
promotion [6]-[7].

Procedural justice can be referred as the process and
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procedures by perceptions of distributive justice are based
significantly on comparisons with others [1], [8]-[10]. It is
the process and procedures by which allocation decisions are
made [1], [11]-[12]. The vital aspect in procedural justice is
that the employee has a “voice” and input in the outcome
even if it was an unpleasant and may cause dissatisfaction.

Interactional justice is how the employees are treated
inside the organization by their superiors [13]. It involves
less formalized aspects of interaction. It shows how the
management is treating employees and this includes the
degree of respect, honesty and understanding [13].

B. Organizational/Supervisor Support

Reference [14] defines “perceived organizational support”
as “an employee’s perception that the organization values his
or her contribution and cares about the employee’s
wellbeing”. Reference [15] state that ‘“Perceived
organizational support refers to the degree to which an
individual believes that the organization cares about him/her,
values his/her input and provides his/her with help and
support”. It is linked directly with three categories of
favorable treatment received by employees, like rewards,
good working conditions, fairness and supervisor support, in
return favorable outcomes are achieved such as satisfaction
and commitment.

Perceived supervisor support is how employees perceive
their supervisors care for the wellbeing and their attitude
toward them and the organization [16]. This topic have
gained huge amount of attention in the literature and been
significantly related to turnover and other outcomes in
organizations [17]-[18].

Ill. HYPOTHESES

A. Relationship between Organizational Justice and
Support
Researchers have reported a positive relationship between
organization justice and support as employees perform
citizenship behaviors to counter the fair treatment offered by
organizations [18]-[24].
1) H1la: distributive justice is a positively related to
Organizational support.
2) H1b: Procedural justice is a positively related to
Organizational support.
3) Hlc: Interactional justice is a positively related to
Organizational support.
4) H2a: distributive justice is a positively related to
supervisor support.
5) H2b: Procedural justice is a positively related to
supervisor support.
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6) H2c: Interactional justice is a positively related to
supervisor support.

B. Relationship between Organizational Justice and Trust

Perceptions of fairness (justice) are implied by trust and it
will lead to trust in authorities [25]. Management must
capitalize on trust to assure best performance. References
[26]-[27] emphasize the significance of consistency.
Research  shows a positive relationship  between
organizational justice and trust in the supervisor [21],
[28]-[29] and trust in the organization [29]-[31].

1) H3a: distributive justice is a positively related to
Organizational Trust (OT).

2) H3b: Procedural justice is a positively related to OT.

3) Ha3c: Interactional justice is a positively related to OT.

4) H4a: distributive justice is a positively related to
Supervisory Trust (ST).

5) H4b: Procedural justice is a positively related to ST.

6) Hd4c: Interactional justice is a positively related to ST.

C. Relationship between Organizational Support and
Trust

Organizational support and trust relationship will be
tested.
1) Hb5a: Perceived organizational support (OS) is a
positively related to Organizational trust (OT).
2) H5b: Perceived Supervisor support (SS) is a positively
related to Supervisor trust (ST).

IV. METHODOLOGY

The research was conducted through a questionnaire
obtained from previous literature. It was developed to
measure the different hypotheses. All questions used in the
questionnaire have a 5 likert-type scaled ranging from
“strongly disagree” (1) to “strongly agree” (5). A sample of
200 employees has been asked to take the survey
representing public and private sector form every major
industry in Saudi Arabia.

Table I shows the demographic analysis.

SPSS was used to perform the analysis on the sample in
order to rest the given hypotheses first by measuring the
reliability of the models as shown on Table I1.

TABLE I: DEMOGRAHICS

Saudi 136 68%
Non-Saudi 64 32%
High School or Less 31 15.5%
Diploma 33 16.5%
Bachelor 133 66.5%
Master 3 15
3 years or Less experience 40 20%
4t0 5 years 26 13%
6 to 10 years 26 13%
11 to 15 years 15 7.5%
More than 15 years 93 46.5%
26 to 30 years old 31 15.5%
31t035 34 17%
35t040 30 15%
More than 40 78 39%

TABLE II: RELIABILTY ANALYSIS

Distributive justice 732
Procedural Justice .833
Interactional Justice .903
Organization support 817
Supervisor Support .833
Organizational Trust .755
Supervisor Trust 712
V. RESULTS

The following results were found:

1) Hla: distributive justice is positively related to
Organizational support.

2) H1b: Procedural justice is not positively related to OS.

3) Hlc: Interactional justice is positively related to OS.

4) H2a: distributive justice is not positively related to
supervisor support.

5) H2b: Procedural justice is positively related to SS.

6) H2c: Interactional justice is positively related to SS.

7) H3a: distributive justice is not positively related to
Organizational Trust.

8) H3b: Procedural justice is not positively related to OT.

9) Ha3c: Interactional justice is positively related to OT.

10) H4a: distributive justice is not positively related to
Supervisory Trust.

11) H4b: Procedural justice is positively related to ST.

12) Hd4c: Interactional justice is positively related to ST.

13) Hb5a: Perceived organizational support (OS) is positively
related to Organizational trust (OT).

14) H5b: Perceived Supervisor support (SS) is positively
related to Supervisor trust (ST).

A. Relationship between Organizational Justice and

Organizational Support

The relationship of the distributive justice and
organization support is positive which indicates that
employees perception of fairness is directly related to their
perception that the organization seeks their goodwill; if the
organization is fair in pay, rewards and assigning tasks to
employees, the employee will believe that the organization
cares and supports him. If the organization doesn’t treat
employees fairly, it will directly build a negative image that
may lead to employee turnover.

There is no positive relationship between procedural
justice and perceived organization support. Employees don’t
see the allocation decisions as an indication that the
organization caring for them and their contribution will not
lead to the perception of the employee goodwill because is
mainly directed to supervisor, the perceived organization
support will not affect the perception of procedural justice
because this perception is based on individuals like
supervisors and managers not the overall organization.

The interactional justice is related to the perceived
organization support, employees believe that the supervisor
behavior toward them is the reflection of the organization
support and care for their interest and goodwill. The
supervisor behavior can reflect the organization culture
because this supervisor is link to the higher management and
decision makers, and believing that if the superiors treating
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us well, the organization treat us well.

B. Relationship between Organizational Justice and Trust

There is no positive relationship between both procedural
and distributive justice and the organization trust. If there is a
positive relationship between distributive justice and
organization support the perception of fairness in pay, reward
and assignments and the allocation of decisions do not
necessarily build the trust of the employees toward the
organization, because the employees think the organization
support them at the current time but in the future still things
are ambiguous for them; they will not trust the organization
even if the organization seem to be fair or in their favor, they
are cautious in this regard or they don’t care for the
organization.

It is also found that the interactional justice is positively
related to organization trust, which means that employees
believe that if the supervisor treat them well they will trust the
organization even if the organization treat them fairly, and if
the supervisor doesn’t treat them fairly they will not trust the
organization .

C. Relationship between Organizational Justice and
Supervisor Support

Distributive justice is not positively related to supervisor
support, the perception of fairness is not related to supervisor
attitude even though it’s related to organization trust.
Procedural justice is positively related to supervisor support,
the employees believe that the supervisor is looking in their
interest and listen to them and understands their needs, cares
for their input and contribution in the procedures, make the
decisions biasedly , sense their needs , discuss implications of
decisions of employees , offers justification to these
decisions, and if they do so, by default the will perceive that
he is supporting them, caring for them and looks for their
wellbeing .

Interactional justice is positively related to supervisor
support, if the supervisors respect the employees, treat them
with integrity the employees will perceive that the supervisor
supports, cares and cares for their wellbeing.

D. Relationship between Organizational Justice and
Supervisor Trust

Supervisor trust is not related to distributive justice
because the perception of fairness in pay and work schedule
will not lead to trust because it is set by a higher authority
than the supervisor, but it is positively related to procedural
justice and interactional justice, i.e., the employees perceive
that the supervisors listen to them and let them involved,
respect them and treat them with kind and integrity and give
up for their mistakes, otherwise if the supervisor doesn’t treat
the employees fairly and shows unprofessional and blame
behaviors, the employees will not trust him.

E. Relationship between Organizational Support and

Organizational Trust

The analysis showed a positive relationship between the
organizational support and organizational trust means that if
the organization cares for their employees opinions, looks for
their wellbeing, strongly considers their goals and values,
helps them if they need them, forgives their mistakes, they
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will believe that the organization has high integrity, honest,
fair, trustworthy, and has good motives.

F. Relationship between Supervisor Support and
Supervisor Trust

There is a positive relationship between perceived
supervisor support and perceived supervisor trust, means that
if the employees perceive that the supervisor cares about their
opinions and inputs, really cares about their wellbeing,
available for help if a problem occurs, willing for help at any
cost, they will believe that the supervisor will treat them
fairly, will never gain advantage of deceiving them, have the
highest level of integrity, and the employees will be loyal and
supportive to their supervisor .

The results of the analysis showed that the supervisor plays
a vital role in the employee perceptions its related to
perceived organization support by interactional justice,
which means that the attitude of the supervisor may shape the
perception of the organization support and the perception of
organization trust, the organization must look for the
behaviors of their supervisors in order to create the
perception of organization justice.

VI. CONCLUSION

Saudi companies should put a great effort in creating the
best environment for their employees that enables them to
achieve better results.
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