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ABSTRACT
Organizational Citizenship Behavior, Leader—-Member Exchange,

and Organizational Justice in Albanian Higher Education Institutions

Organizational citizenship behaviors (OCBs) are among the most desired behaviors
by employers. Perceived fairness, measured through organizational justice (OJ), and
the quality of the relationship that an employee has with their immediate supervisor,
measured by leader-member exchange (LMX), have been identified among the best
predictors of OCB. A model based on social exchange theory was used to investigate
the impact of OJ and LMX on OCB, on the one hand, and the impact of OJ on LMX,
on the other. The sample of the study consists of 132 Albanian academics working
full-time in higher education institutions (HEIs) in Albania. Economic development
level of the country, current state of the HEIs in Albania, and the Albanian society’s
cultural profile, as indicated by the Hofstede model of national culture, were taken
into consideration in the development of the model and hypotheses. Scales developed
by Podsakoff et al. (1990) for OCB, Scandura and Graen (1984) for LMX, and
Colquitt (2001) for OJ were utilized for the operationalization of each construct.
Responses were obtained using a questionnaire that was sent by e-mail. Multiple
linear regression analysis revealed distributive justice as an antecedent of both OCB
and LMX, and informational justice as an antecedent only to LMX. Interpretation of

results and implications for the management of the HEIs in Albania are presented.
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OZET
Arnavut Yiiksek Ogretim Uyelerin Orgiitsel Vatandaslik Davramigina Etkisi,

Lider-Uye Etkilesimin ve Orgiitsel Adaletin Rolii

Orgiitsel Vatandaslik Davraniglar1 (OVD), isverenler tarafindan en ¢ok talep edilen
davramglarin arasindadir. Orgiitsel Adalet Algilar1 (OAA) ve Lider-Uye Etkilesimi
(LUE) en iyi OVD belirleyicilerin arasinda belirlenmistir. Bu ¢alismada, bir yandan
OAA’nin ve LUE’nin OVD iizerindeki etkilerini, diger yandan da OAA nin LUE
iizerindeki etkisini arastirmak i¢in Sosyal Etkilesim Teorisine dayanan bir model
kullanildi. Arastirmanin 6rneklemi Arnavutluk'taki Yiiksekogrenim Kurumlarinda
(YOK) tam-zamanl ¢alisan 132 Arnavut Akademisyenden olusmaktadir. Modelin ve
hipotezlerin gelistirilmesinde iilkenin ekonomik kalkinma seviyesi, Arnavutluk'taki
YOK 'lerin mevcut durumu ve Hofstede ulusal kiiltiir modelinde belirtildigi gibi
Arnavut toplumunun kiiltiirel profili dikkate alinmistir. OVD 6lgmek i¢in Podsakoff
vd. (1990), LUE 6lgmek i¢in Scandura ve Graen (1984), ve OAA dlgmek icin
Colquitt (2001) kaynaklar1 kullanilarak sorular hazirlandi. Cevaplar, e-posta ile
gonderilen bir anket kullanilarak elde edildi. Coklu dogrusal regresyon analizi
kullanarak arastirma sonucunda: dagitim adaletin hem OVD’i hem de LUE'i anlamli
ve pozitif yonde etkiledigi goriilmiis, ayrica bilgisel adalet ile LUE arasinda anlamli
ve pozitif yonde biri iligki bulunmustur. Bulgularin yorumlar1 ve Arnavutluk'taki

YOK 'lerin ydnetimiyle iliskin ¢ikarimlar sunulmustur.
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CHAPTER 1

INTRODUCTION

Organizations which strive to succeed in a dynamic environment can do so only if
their members are willing to support organizational activities (Barnard, 1966, p. 86).
This “willingness” was termed later as organizational citizenship behavior (OCB) by
Organ (1987) who defined it as “discretionary behavior that in the aggregate
promotes the effective functioning of the organization” (p. 86). Helping a co-worker
with a private issue, discussing and resolving work-related matters on personal time,
and even not complaining are examples of OCB. OCBs are characterized by subtlety;
which is why managers sometimes may fail to notice them or identify their effect on
the organization. Indeed, their aggregate effect (Organ, 1997) has been found to have
a positive impact on organizational success (Podsakoff & MacKenzie, 1994;
Podsakoff, Whiting, Podsakoff, & Blume, 2009) and employee attitudes (Organ &
Ryan, 1995).

OCBs have been found to contribute to organizational effectiveness and
success by increasing productivity and profitability (e.g., Walz & Niehoft, 2000;
Koys, 2001; George & Bettenhausen, 1990), through greater compliance to
organizational standards (e.g., Bienstock, DeMoranville, & Smith, 2003), by
improving workgroup performance in terms of quantity and quality of work (e.g.,
Podsakoff, Ahearne, & MacKenzie, 1997), through higher job performance (e.g.,
Basu, Pradhan, & Tewari, 2017; Al-Mahasneh, 2015), and by providing the
flexibility needed to cope with many unforeseen contingencies (e.g., Smith, Organ,
& Near, 1983). Moreover, OCB has been associated with managerial ratings of

employee performance, reward allocation decisions, turnover intentions, actual



turnover, and absenteeism (e.g., Podsakoff et al., 2009). This kind of behavior has
been studied in different fields, such as human resource management, marketing,
hospital and health administration, industrial and labor law, strategic management,
international management, military psychology, economics, leadership, public
administration, engineering, sports science, sociology, computer science, and
communication (Podsakoff, MacKenzie, Paine, & Bachrach, 2000; Podsakoff,
Podsakoff, Mackenzie, Maynes, & Spoelma, 2014).

Recent studies (e.g., Elstad, Christophersen, & Turmo, 2011; Ugochukwu,
2016) have investigated OCB in the field of education where the human factor plays
a key role. As former Norwegian Minister of Education B. V. Solhjell (2009) said:
“At the heart of any educational development is the human factor” (Elstad,
Christophersen, & Turmo, 2011, p. 405). Motivating and showing confidence in
students, applauding student’s achievements and success, cheering students in times
of adversity, showing confidence in students’ ability to succeed, helping students to
overcome setback may be a few examples of teacher OCBs. These behaviors affect
not only the success of the institution they are part of but also the education quality
that the students get (Elstad et al., 2011; Farooqui, 2012). In aggregate, teachers
exhibiting OCBs would benefit the country and the society they are part of through
quality education, one of the main requirements for the achievement of sustainable
development (Perrot-Lanaud, Sidhu, Tang, & Samson, 2005). In low-income
countries, contextual difficulties and low financial satisfaction may cause teachers’
motivation to decline and performance to suffer (Macfarlane, 2005). In such cases,
identifying the factors that affect academics’ willingness to exceed their duties, that

is, to exhibit OCB, becomes paramount.



Various studies have been conducted to find out what drives an employee’s
decision to perform OCB (Podsakoff et al., 2000). Behaviors in organizations are
regulated by contracts which lie on a continuum. At one end of the continuum are
transactional contracts that are short-term agreements in which employees are
promised financial benefits in exchange for their services. At the other end of the
continuum are social contracts that are often long-term agreements in which socio-
emotional benefits are exchanged besides financial ones (Rousseau & Parks, 1993).
Organ and Moorman (1993) proposed focusing on the social contracts, rather than
transactional ones, that prevail in the workplace and viewing OCBs as means of
exchange in these contracts. Social exchange theory (SET), based on the principle of
reciprocity, provides a framework of how exchanges between two parties evolve into
social relationships (Cropanzano & Mitchel, 2005). Employees may develop social
relationships with both the organization and the supervisors (Eisenberger,
Huntington, Hutchison, & Sowa, 1986). According to SET, when the quality of the
relationship between the employee and the supervisor increases, the leader may show
more favorable treatment toward the employee who, in turn, reciprocates by
engaging in OCB (Wayne, Shore, Bommer, & Tetric, 2002).

The quality of an employee’s relationship with his/her immediate supervisor
and the attitudinal and behavioral responses of the employee toward this relationship
(Breukelen, Shyns, & LeBlanc, 2006) are studied under the theory of leader-member
exchange (LMX). LMX theory is the only leadership theory that focuses on the
quality of the social exchanges formed between the employee and the immediate
supervisor (Gerstner & Day, 1997). Research has shown that the quality of this
relationship, rather than leader traits and behaviors, is more predictive of

organizational outcomes (Breukelen et al., 2006). Thus, the LMX theory has recently



become one of the most frequently used theories to study the effect that leaders have
on employee behaviors. Various studies (e.g., Cogliser, Schriesheim, Scandura, &
Gardner, 2009; Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012; Smith et al.,
1983) point out that when LMX is high, many positive organizational outcomes,
such as lower turnover, increased organizational commitment, higher satisfaction,
stronger perception of justice, and more OCBs are observed. Because the supervisor
is seen as a representative of the organization (Karriker & Williams, 2009), the
importance of the exchange is two-fold. Employees who develop a high-quality
relationship with their supervisor will also view the organization in a more positive
light (Jha & Jha, 2013), therefore, will also engage in more OCB directed at the
organization (Casimir, Ng, Wang, & Ooi, 2014).

Favorable treatment has also been associated with employee perceptions of
how fairly they are treated by the organization and by their immediate supervisor.
Studies of organizational justice (OJ) investigate how these perceptions lead to
employee reactions (Aryee, Budhwar, & Chen, 2002) that have an impact on
organizational activity (Greenberg, 1990). When employees perceive organizational
outcomes, the process used to determine outcome allocations, and the way the
organization (or the organization's representatives) treats them as fair, they may
respond with increased OCB (Cohen-Charash & Spector, 2001). OCBs are used by
employees as means of exchange to reciprocate fair behavior from the organization
and/or the supervisor (Organ, 1988; Farh, Podsakoff, & Organ, 1990).

Perceptions of justice also play a role in building high-quality LMX
relationship with their immediate supervisor (Eberlin & Tatum, 2005). Studies have
found a significant relationship between OJ and LMX (e.g., Katrinli, Atabay, Gunay,

& Congarli, 2010, Colquitt et al., 2013, Cropanzano, Prehar, & Chen, 2002; Burton,



Sablynski, & Sekiguchi, 2008). When an employee perceives his/her immediate
supervisor as effective and what is more important as fair his/her contributions tend
to be higher (Breukelen et al., 2006). Thus, supervisor should be careful and adjust
their behavior according to justice perceptions of employees (Erdogan, Liden, &
Kraimer, 2006).

Cultural, historical, economic, and social factors may affect the concept of
OCB, its measurement, and its relationship with antecedents and outcomes (Paine &
Organ, 2000). For instance, research in Eastern cultures has shown that different
cultural values affect perceptions of what is considered extra-role (Gelfand, Erez, &
Aycan, 2007). The strength of the relationship OCB has with LMX and OJ, as well
as the one that LMX has with OJ in Eastern countries may vary from those observed
in Western countries (Podsakoff et al., 2000; Rockstuhl, Dulebohn, Ang, & Shore,
2012). In order to study the effect of cultural values on workplace-related attitudes
and behaviors, researchers have frequently utilized Geert Hofstede's dimensions of
national culture (Taras, Kirkman, & Steel, 2010).

Recognizing the importance of the education sector in the development of a
country, this study will attempt to analyze the relationship of OCB with LMX and
0J, and the relationship of LMX with OJ in the higher education institutions (HEISs)
in Albania. Albania is a small country in Eastern Europe. The HEI management in
Albania faces many challenges and the key to success lies in the human capital
(Sotirofski, Mema, & Hoti, 2011). Academic personnel are an important asset to
HEIs. Due to the nature of their job, academics have the most frequent interaction
with students so their willingness to engage in discretionary behaviors such as OCB
may considerably influence the learning outcomes of students (Khalid, Jusoft,

Othman, Ismail, & Rahman, 2010). This, in turn, holds the potential to contribute to



the improvement of the education level in the country. Since, when compared to
Western countries, Albania is higher in power distance, higher in collectivism, higher
in masculinity, and higher in uncertainty avoidance, the well-established relations
between OCB, LMX, and OJ may not receive support in Albania due to the afore-
mentioned cultural differences.

The main purpose of this study is to examine the effect that the quality of
interpersonal working relationships and justice perceptions have on OCB, as well as,
the effect the justice perceptions have on the quality of interpersonal working
relationships in the HEIs in Albania. The quality of interpersonal working
relationships will be measured through the construct of LMX and perceptions of
justice will be measured through the construct of OJ. Scores from the Hofstede
model of culture will be used as a basis of cultural characteristics of the country.
Two main research questions guide this study. First, what is the impact of LMX and
OJ on OCB, and second, what is the impact of OJ on LMX, in a country high in
power distance, high in collectivism, high in masculinity, and high in uncertainty
avoidance? Data was collected through a questionnaire and 132 academics from 25
HEIs participated in the study. Multiple regression analysis indicated that distributive
justice is an antecedent to both OCB and LM X, whereas informational justice is an
antecedent only to LMX.

This is the first study related to OCB, LMX, and OJ conducted in Albania.
Hence, the value of the study is two-fold. First, it adds to the literature of OCB,
LMX, and OJ by analyzing them in a new culture and context, and it is the first step
to further research in the field of OCB, LMX, and OJ in the country of Albania.
Second, identifying the antecedents of OCB and LMX in the HEIs in Albania will

provide the administrators of these institutions with insights about the drivers of



OCB, ways to create beneficial supervisor-subordinate relationships, as well as the
necessary steps for augmenting organizational effectiveness and success.

The thesis is organized into seven chapters which introduce the main issue
and its background, give a summary of previous studies and research related to the
issue, describe the methods and tools used to analyze the issue, and provide a
discussion about the results. Chapter 1, the introduction, is followed by Chapter 2
which gives a review of the literature on the constructs of OCB, LMX, and OJ.
Chapter 3 describes the context of the study. It outlines cultural characteristics of the
Albanian society based on Hofstede’s dimensions of culture, and summarizes the
general state of higher education in the country. Chapter 4 presents the theoretical
framework of the study and the hypotheses. Chapter 5 summarizes sampling and data
collection methods. This chapter also explains the survey design and data analysis
methods used in this study. The results of the analysis are provided in Chapter 6.
Descriptive findings regarding the academics in the sample, relationships among
variables and the results of the regression analyses are presented. Chapter 7 gives a
summary of the findings of the research and discusses practical implications for the
management of the HEIs. Limitations of the study and suggestions for further

research are also presented in this section.



CHAPTER 2

REVIEW OF RELATED LITERATURE

2.1 Organizational citizenship behavior

Acts of citizenship and pro-social behaviors are valuable to any social group (Smith
et al., 1983). When they take place in organizations they are referred to as OCB.
OCB was defined by Organ (1997) as discretional individual behavior that in the
aggregate promotes the effective functioning of the organization (p. 86). Based on
this definition, two main characteristics of OCB are worthy of mention. First,
emphasis is put on the aggregated outcome of all individual occurrences of OCB as it
may, though seldom, have an adverse effect on one’s primary personal output, for
example, waste of focus and time while assisting a co-worker with a task (Smith et
al., 1983; Podsakoff et al., 1997). Although the immediate benefits of this behavior
may not be seen, the behavior will ultimately add to organizational success (Van
Dyne, Graham, & Dienesch, 1994). Second, the behavior is a personal choice. An
employee can neither be forced into performing nor be punished for not engaging in
OCB (Motowildo, 2000). These behaviors are not contractually rewarded (Farh et al.,
1990), or formally prescribed, so they do not appear in job descriptions. OCB may
even not get recognized since this kind of behavior is not described in job
performance terms and thus cannot always be measured (Van Dyne et al., 1994).
Extra-role behaviors such as helping a co-worker with a task, discussing
organizational issues on personal time, refraining from complaining about trivial
matters, being punctual, and promoting the organization to outsiders are all examples

of OCB. Seldom, OCB may not manifest in distinct behaviors but merge with



behaviors that are socially and psychologically supportive of the work environment
(Organ, 1997).

In organizations where OCBs are prevalent, workgroup performance
increases both quantitatively and qualitatively (Truckenbrodt, 2000), commitment
and performance improve (Chen, Niu, Wang, & Yang, Tsaur, 2009), the need for
formal and costly control mechanisms decreases (Becton & Field, 2009), waste is
reduced, and organizational productivity and profitability increase (Podsakoff et al.,
2014). All these positive outcomes show that OCB leads to an increase in
organizational effectiveness (Van Dyne et al., 1994; Walz & Niehoff, 2000). These
are a few reasons that make OCBs desired by an organization (Schnake, 1991) and
the main topic of many organizational studies (Podsakoff et al., 2000). Studies on
OCB have focused on understanding what makes employees engage in OCBs and in
what contexts they exhibit OCBs the most.

Employees may demonstrate OCB in different ways. According to Organ’s
well-recognized categorization (Lavelle, Rupp, & Brockner, 2007), there are five
dimensions of OCB: altruism, courtesy, conscientiousness, sportsmanship, and civic
virtue (Walz & Niehoff, 2000; Farh, Zhong, & Organ, 2004). Altruism refers to those
behaviors which consist of helping a co-worker or anyone who needs help with an
organizationally relevant issue (Fassina, Jones, & Uggerslev, 2008; Wang, Hinrichs,
Prieto, & Howell, 2013). Courtesy refers to behaviors that have an impact on a co-
worker’s performance (Fassina et al., 2008), such as the assistance to co-workers
with work-related information in a timely manner and improvement of
communication within the organization (Walz & Niehoff, 2000). Conscientiousness
refers to behavior which is guided by an inner sense of duty to perform work-related

tasks beyond the minimum required levels (Walz & Niehoff, 2000; Wang et al.,



2013). Punctuality and complying with company rules even when no one is watching
are examples of conscientiousness. Sportsmanship is about withholding rather than
exhibiting certain behaviors. Examples of sportsmanship include avoiding
complaints about minor problems that may arise in the workplace (Wang et al.,
2013), futile conflicts (Walz & Niehoff, 2000), and not focusing on the negative
aspects of work-related issues. An employee who engages in sportsmanship behavior
has willingly chosen to forgo any inconvenience in the workplace (Fassina et al.,
2008). Civic virtue refers to employee’s active participation in organizational
governance by voluntarily being present in meetings, voting and making his/her
opinion heard (Fassina et al., 2008; Wang et al., 2013), as well as reading any
information made available by the organization (Walz & Niehoff, 2000). A study by
Khalid et al. (2010) suggests that academics can have an impact on students’
academic achievement through all the dimensions of OCB. Helping students with a
topic after class, giving advance notice of canceled classes, developing new and
innovative teaching strategies, preventing the negative impact of work-related issues
on the students’ mood, and advocating student problems are a few examples of OCB
in the academic context.

There have been several studies on OCB and its correlates (Markoxzy, Vora,
& Xin, 2009). In order to understand the mechanisms behind OCB, social exchange
theory has been widely used to design a theoretical framework (Cohen, Ben-Tura, &

Vashdi, 2012; Cropanzano & Rupp, 2008).

2.2 Social exchange theory
SET is one of the most used models in providing valuable insights into workplace

behavior (Cropanzano & Mitchel, 2005). In its essence, SET demonstrates how
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different resources, following specific rules, are exchanged and how these exchanges
develop into high-quality relationships (Colquitt, et al., 2013). In organizations, the
employee’s effort and loyalty are exchanged for the organization’s material and
socio-emotional benefits (Aselage & Eisenberger, 2003). While material benefits or
economic gains are specified in transactional contracts or economic exchanges,
socio-emotional benefits are specified in relational contracts or social exchanges.
Social exchanges are characterized by general open-ended terms and long-term
exchange of favors (Rousseau & Parks, 1993). This kind of exchanges functions on
the basis of trust, faith (Organ & Moorman, 1993; Konovsky & Pugh, 1994) and a
diffuse obligation to reciprocate (Van Dyne et al., 1994).

In organizational settings, SET has been utilized to understand why
employees engage in beneficial behaviors which are not formally rewarded by the
organization (Cropanzano & Rupp, 2008). According to SET, employees develop a
universal exchange relationship with the organization and a more specific dyadic
relationship with their immediate supervisor (Wayne, Shore, & Liden, 1997). When
the organization and/or its representative, such as the supervisor, take positive and
beneficial actions toward the employee, interpersonal relationships will form and the
employee, in turn, will feel compelled to reciprocate in positive and beneficial ways
(Liden & Graen, 1980). Such interpersonal relationships are referred to as social
exchange relationships (Cropanzano & Mitchel, 2005). Research has shown that
OCBs are more frequent in those organizations where social exchanges are prevalent
(Organ & Moorman, 1993). The higher the quality of the exchange the stronger the
feeling of reciprocity and the more the resources exchanged. The quality of the social
exchange has been found to be mainly determined by the level of fairness perceived

by the employee (Masterson, Lewis, Goldman, & Taylor, 2000; Colquitt, et al.,
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2013). Perceived fairness can be viewed as the symbolic resource that stimulates the
feeling of reciprocation in employees (Colquitt, et al., 2013) while OCB can be
viewed as the exchangeable resource that employees use in reciprocation (Tekleab &
Taylor, 2003).

The quality of the social exchange between the employee and his/her
immediate supervisor has been operationalized through LMX (Brower, Shcoorman,
& Ten, 2000), and perceptions of fairness have been operationalized through OJ.
LMX and OJ are the most frequently studied antecedents of OCB (Podsakoff et al.,
2000) with various studies supporting this relationship (Moorman, 1991; Organ &
Moorman, 1993; Ilies, Nahrgang, & Morgeson, 2007; Fassina et al., 2008; Zhong,
Lam, & Chen, 2011). These constructs will be introduced in the forthcoming

sections.

2.3 Leader-member exchange theory

LMX relationship refers to the bond that forms between a supervisor and his/her
immediate subordinate. The quality of this relationship and the attitudinal and
behavioral response of the employee toward it (Breukelen et al., 2006) are studied by
LMX theory. Before the development of LMX theory, research referred to the traits
and behaviors of a leader to explain the influence of the leader on employee
performance. LMX theory is the first leadership theory to analyze the relationship
between the leader and the follower by including the follower in the relationship. The
relationship is based on social exchanges (Gooty & Yammarino, 2016) that benefit
both parties who, in turn, become interrelated (Brower et al., 2000). The exchange
influences not only the leader’s behavior toward the follower but also the follower’s

behavior toward the leader (Wayne & Green, 1993). In time, follower’s and leader’s
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characteristics, as well as organizational factors (Erdogan et al., 2006), shape the
nature of this relationship.

LMX theory assumes that because of time and resource limitations, a
supervisor develops relationships of different quality with each subordinate
(Breukelen et al., 2006; Dulebohn et al., 2012). The relationship, based on the degree
of emotional support and exchange of valued resources (Wayne et al., 2002), may
develop into a high- or low-quality relationship. In a low-quality LMX relationship,
the employee contributes nothing extra to the job except what is required by the
employment contract. In a high-quality LMX relationship, on the other hand, the
employee will outperform his/her employment contract, by trusting, respecting, and
supporting the leader as well as by engaging in high levels of information exchange
with him (Chernyak-Hai & Tziner, 2014).

The nature of the LMX relationship has been associated with both in-role and
extra-role behaviors (Settoon, Bennett, & Liden, 1996). When the quality of the
relationship is high employees will use OCB to reciprocate beneficial social
exchanges initiated by their supervisors (Smith et al., 1983). On the other hand, the
lower the quality of the exchange relationship the higher the chances that
subordinates will respond through negative behaviors targeted at the organization,
such as taking excessive breaks and lying about hours worked (Biron & Boon, 2013).
In order to offset the negative effect of a low-quality LMX, an organization would
have to provide large contractual benefits to their employees (Settoon et al., 1996).
Hence, the LMX theory strongly suggests that leaders try to develop high-quality

relationships with all, or most, of their subordinates (Breukelen et al., 2006).
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2.4 Organizational justice

OJ studies the fair and ethical treatment of individuals in organizational settings
(Eberlin & Tatum, 2005) and their reaction to such treatment (Aryee et al., 2002). In
this case what is meant by “fair” has more to do with what is seen as fair by the
employees rather than what is actually fair (Greenberg & Lind, 2000). In other
words, perceived fairness is more important than actual fairness. Employees invest
time and energy into the organization and so expect to be treated fairly (Eberlin &
Tatum, 2005). This in turn, may be the reason why human resource interventions are
almost always related to justice concerns (Cropanzano & Greenberg, 1997).
Perceptions of fairness are essential to the effective operation of an
organization (Greenberg, 1990). OJ has been linked to various critical organizational
processes and important outcomes, such as trust, commitment, job performance,
customer satisfaction, customer loyalty, and OCB (Skarlicki, 2001; Eberlin & Tatum,
2005; Chiaburu & Lim, 2008; Cropanzano, Bowen, & Gilliland, 2007). Perceptions
of fairness also play an important role in employee’s evaluation of their supervisor
and the organization they work for (Cropanzano & Greenberg, 1997; Lee, Pillutla, &
Law, 2000). Employees who perceive that they are treated fairly by the organization
and/or the supervisor report to have high-quality social exchanges with the
organization and/or the supervisor (Aselage & Eisenberger, 2003; Tekleab,
Takeuchi, & Taylor, 2005; Chiaburu & Lim, 2008). In relationships where perceived
fairness by the employee is high, the employee feels the obligation to repay the
organization or the supervisor through increased performance and OCB (Tekleab et
al., 2005; Aselage & Eisenberger, 2003). On the other hand, when employees face
unfairness, they feel the need to withdraw their contributions to the organization

(Organ, 1988) to even out. Since the decreases in job performance can be
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troublesome due to the contractual punishments they may be followed by, employees
may choose to decrease their engagement in OCB to respond to unfair treatment
(Organ, 1988). In fact, OJ has been characterized as a robust predictor of OCB
(Fassina et al., 2008).

Four dimensions of justice have been identified (Colquitt, 2001), namely,
distributive justice, procedural justice, interpersonal justice, and informational
justice. Before 1975, however, studies on justice focused only on the perceived
fairness of the outcomes received, referred to as distributive justice (Colquitt,
Conlon, Wesson, Porter, & Ng, 2001). After the mid-1970s, the emphasis shifted to
the perceived fairness of the procedures used to distribute those outcomes, that is,
procedural justice. Interactional justice, the quality of the interpersonal treatment
employees receive during the implementation of those procedures, emerged as a new
type of justice in the year 1986 (Colquitt et al., 2001).

The concept of interactional justice is based on the idea that employees, in
order to evaluate how they are being treated by the organization, do not consider the
outcomes and the related procedures in isolation. They will also consider the manner
in which they are treated by their supervisor (Greenberg, 1990) and the supervisor’s
attitude towards them (Fein, Tziner, Lusky, & Palachy, 2013) during the
communication (Cohen-Charash & Spector, 2001), enactment and implementation
(Colquit, et al., 2013) of those decisions. Researchers used to include interactional
justice in a broadened concept of procedural justice (Masterson et al., 2000).
Greenberg (1990), however, suggested that interactional justice was a separate
construct and that it was comprised of interpersonal and informational justice.
Interpersonal justice refers to the way employees are treated and informational

justice is concerned with the quantity and quality of information they are provided
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with. Colquitt (2001) empirically showed that these two dimensions are in fact
distinct from each other and produced a four-dimension construct of OJ. Many
researchers continue to measure the two types of justice as if they were one and use
the term of interactional justice to refer to them (Roch & Shanock, 2006; Cropanzano
& Molina, 2015). Nevertheless, various studies have that these two types of justice
are two different constructs (Colquitt, 2001), employees can identify the difference
between the two, they can have different antecedents, and result in different
outcomes (Roch & Shanock, 2006). Therefore, in this study, the four-dimensional
model of OJ will be utilized.

The overall perception of justice is formed as a sum of the unique
contribution of each dimension (Moorman, 1991; Colquitt et al., 2001). Each
dimension, however, exerts influence on the other dimensions, making it possible to
lessen the negative effect of an injustice by balancing it with at least one of the other
dimensions (Cropanzano et al., 2007). For instance, if employees perceive low levels
of distributive or procedural justice, they may refer to interpersonal and
informational justice (Jha & Jha, 2013) to set the balance of the total perceived level
of justice. Specifically, treating an employee with dignity and respect may alleviate
his/her dissatisfaction from an unfavorable outcome, whereas providing detailed
information about a procedure may help avoid the negative consequences of
procedural injustice perceptions (Colquitt et al., 2001).

The four dimensions of justice have been classified into structural
(distributive and procedural) and social (interpersonal and informational) forms of
justice. Due to its social aspect interactional justice has been considered to be the

best predictor of OCB (Moorman, 1991; Chiaburu & Lim, 2008), especially OCB
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directed at the supervisor (Masterson et al., 2000; Roch & Shanock, 2006; Fassina et

al., 2008). Each dimension will be discussed in detail in the coming sections.

2.4.1 Distributive justice

Distributive justice refers to the employee perceptions of fairness regarding the
outcomes he/she receives in the workplace. Outcomes may take many forms, such as
wages, social recognition, self-fulfillment (Fein et al., 2013), benefits, punishments
(Cropanzano & Greenberg, 1997), resources (Lee, Murrmann, & Murrmann, 2010),
and rewards (Erdogan et al., 2006). According to equity theory, when the
contributions an employee makes to the organization are the same as the
contributions of a co-worker’s, he/she will perceive the outcomes he/she gets as fair
only if they are equal to those of the co-workers’ (Cropanzano et al., 2007).
Depending on the context, employees may use rules of equity, equality or need to

decide whether what they have received is fair or not (Colquitt et al., 2001).

2.4.2 Procedural Justice

Procedural justice relates to the employee perceptions of fairness regarding formal
policies and procedures used to make outcome allocation decisions (Cropanzano &
Molina, 2015). Employees refer to the procedures used to make the allocation
decisions in order to evaluate the fairness of the outcomes. When procedures are
considered reasonable, employees tend to evaluate the outcomes related to those
procedures as fair (Farh et al., 1990) even if the organization has not provided them
with what they believe they deserve (Cropanzano & Greenberg, 1997). Procedural
justice has been related with higher levels of employee support, loyalty, and

commitment toward the organization (Cropanzano et al., 2007). Fair procedures have
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six key characteristics: all parties are treated consistently; procedures are free from
bias; accurate information is used in making decisions; views of all parties are taken
into account; errors are correctable; and procedures are consistent with prevailing

ethical norms (Cohen-Charash & Spector, 2001; Greenberg & Lind, 2000).

2.4.3 Interpersonal Justice

Interpersonal justice concerns employee perceptions regarding the manner in which
they are treated while outcomes and outcome-related procedures are communicated
to them. It is considered the social component of fairness (Miller, Konopaske, &
Byrne, 2012), with the supervisor playing an important role in building a social
relation and conveying the right interpersonal treatment. When employees are treated
with respect, dignity (Cropanzano & Molina, 2015), sensitivity (Miller et al., 2012),
and politeness (Colquitt et al., 2001; Colquitt et al., 2013), they will perceive
interpersonal justice, and in turn, be more inclined to evaluate outcomes as fair even
when they are not (Greenberg, 1990). Additionally, if employees perceive that they
have been treated in a fair manner by the supervisor they may interpret the
relationship they have with the whole organization in a more positive light as well

(Jha & Jha, 2013).

2.4.4 Informational Justice

Informational justice has been considered as the attributional component of justice
(Miller et al., 2012). It refers to employee perceptions about the quality and
thoroughness (Miller et al., 2012) of the information, explanations, and evidence
(Cropanzano & Molina, 2015) presented to them about the outcomes received and

the procedures that led to those outcomes. Employees expect the supervisor to be
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sincere and to appropriately provide justifications and relevant evidence, especially
when problems arise (Cropanzano et al., 2007; Cropanzano & Molina, 2015). The
level of perceived informational justice tends to be higher when supervisors provide
regular, routine (Jha & Jha, 2013) and logically relevant (Greenberg, 1990)
information that coincides with the decisions reached (Fein et al., 2013). Employees
are more likely to accept unfavorable outcomes when a satisfying explanation

regarding the outcomes is provided to them (Greenberg, 1990).
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CHAPTER 3

CONTEXT OF THE STUDY

3.1 OCB, LMX, OJ and culture
Research on cross-cultural organizational behavior has proliferated only in the last
three decades due to changes caused by globalization (Gelfand et al., 2007). What is
known about the constructs of OCB, LMX, and OJ has been developed mainly in
Western socio-cultural contexts; therefore, knowledge about these constructs in other
cultures is limited (Farh et al., 2004). People from different cultures hold different
norms and values which in turn affect the degree people feel obliged to reciprocate
behavior (Cropanzano & Mitchel, 2005), the way they perceive fairness (Greenberg,
2001; Lee et al., 2000), and the way they view their leaders (GLOBE, 2014). Thus,
culture is an important factor to be considered in the study of OCB, LMX, and OJ.

One of the most comprehensive studies of how values in the workplace are
influenced by culture was conducted by Geert Hofstede. He initially identified four
dimensions of national culture, namely, power distance (PD), individualism versus
collectivism, masculinity versus femininity, and uncertainty avoidance (UA). The
relation that these dimensions have with various organizational outcomes has been
empirically tested (Ergeneli, Gohar, & Temirbekova, 2007). Cultural values’
predictive effect of employee outcomes is even higher in culturally tight countries
(Taras et al., 2010). Therefore, studying them in a culturally tight country such as
Albania (Uz, 2014) becomes even more important.

Taras et al. (2010) suggest that cultural values measured at the individual
level are, at least for some employee outcomes, as strong predictors as demographics,

personality traits, and cognitive ability. There are studies that have revealed a
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significant correlation between OCB and cultural values (Lin & Ho, 2010). For
instance, in China, not every extra-role behavior is considered as OCB (Gelfand et
al., 2007) while some non-work helping behaviors are considered as such (Farh et al.,
2004). Becton and Field (2009), comparing American employees, who have high
individualistic and low UA values, to Chinese employees, who have high
collectivistic and high UA values, found that Chinese employees engaged in OCB
more than American employees. Moreover, according to Podsakoff et al. (2000), the
cultural context may affect the strength of the relationship OCB has with its
antecedents (Podsakoff et al., 2000). For instance, the LMX-OCB relationship is
weaker in societies with high PD and low individualism (Rockstuhl et al., 2012).
This study is based on Geert Hofstede’s understanding of cultural traits as
shared unique characteristics that make a society’s members recognizable to
foreigners as belonging to that society independent of intra-cultural differences
(Ergeneli et al., 2007; Hofstede, Hofstede, & Minkov, 2010). Hence, the nation will
be used as a proxy for culture instead of measuring cultural values at the individual
level. It has been argued that national scores describe the society in general and that
they may not reflect any given individual’s values, beliefs, or behaviors (Tsui,
Nifadkar, & Ou, 2007). Referring to values measured at the individual level,
however, is not without downsides since it is impossible to demonstrate that those
individual values are the result of cultural effects (Kwantes, Karam, Kuo, & Towson,
2008). Moreover, some studies have used only the indexes of individualism and PD
in their analysis (e.g. Paine and Organ, 2000), as these two cultural values are strong
predictors of various outcomes at the societal level (Rockstuhl et al., 2012). Other
studies, however, have suggested the simultaneous study of all dimensions of culture

for a balanced development of cross-cultural theory (Shao, Rupp, Skarlicki, & Jones,
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2013). The hypotheses of this study will be developed by considering the possible

effect that all four dimensions may have on the relationships under study.

3.2 Country profile
Albania, with a population of 2,900,000 (World Bank, 2015), is a small country in
the Balkans, Eastern Europe. Albania is categorized as an upper medium level
income country by the World Bank Group (2017) and faces many developmental
challenges. In 1991, its economy underwent a transition from communism into an
open-market economy. An important milestone in the country’s integration into the
world economy was in the year 2014 when, on the recommendation of the European
Commission, Albania became a candidate for the European Union membership.
Despite the last developments, much needs to be done and as in all emerging
democracies, education plays a key role (Kaltsounis, 1999). Albanians are aware that
they can achieve the economic and social development they aspire through
education.

According to Hofstede Insights (2018), Albania scores high in PD values with
a score of 90 out of 100 (Hofstede Insights, 2018). The high score indicates that
Albania has a stratified society and that Albanians accept and expect people in the
higher social strata to be more powerful than those in the lower social strata
(Hofstede et al., 2010). In countries with high PD values, subordinates are not
encouraged to express their disagreement with their supervisor, and supervisors do
not have to consult with their subordinates to make a decision (Taras et al., 2010).
Subordinates are expected to show respect and obedience toward their superior, and
superiors are expected to exhibit protection and consideration toward their

subordinates (Hofstede et al., 2010). The results of the study by Hofstede et al.
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(2010) suggest that in high PD countries subordinates: have an emotional
relationship with their supervisor; trust their supervisor and his capabilities, and
respect him/her for this; expect to be told what to do; show obedience to the orders
given; do not question the decisions taken by the supervisor.

Albania is categorized as having a collectivistic culture, with a very low score
of 20 in individualism (Hofstede Insights, 2018). This score indicates that Albanians
do not consider themselves as independent members of the society but as part of a
group to which they owe loyalty (Hofstede et al., 2010). Members of cultures which
score high in collectivism put the group interest first even when it goes against their
self-interest (Moorman & Blakely, 1995). According to Hofstede et al. (2010), in
collectivistic cultures, work relationships are seen as family relationships and
individuals become emotionally attached to the organization they work for.

With a very high score of 80, Albania is identified as having a masculine
society (Hofstede Insights, 2018). A masculine society promotes masculine values,
such as assertiveness and acquisition of things as opposed to feminine values, such as
cooperation and a friendly atmosphere (Taras et al., 2010). The high score in this
dimension reveals that material gains hold a relatively high importance to Albanians
(Shao et al., 2013). Individuals in masculine societies are competitive and their
behaviors in school, work, and play are driven by the need for achievement Hofstede
et al., 2010).

Albania has high UA values with a score of 70 (Hofstede Insights, 2018).
Individuals in societies high in UA tend to be aggressive, emotional and intolerant of
uncertainty (Shao et al., 2013). This is why they try to avoid ambiguous situations
through clear rules and guidelines (Taras et al., 2010). The high score in this

dimension reveals that Albanians have a greater preference for predictable career
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paths, pay, and promotion policies (Vukonjanski, Nikolic, Hadezic, Edit, &
Nedeljkovic, 2012). Members of these societies are precautious to evaluate the
information at hand before going forward with their decisions (Hofstede Insights,

2018).

3.3 Higher education in Albania
Political changes that resulted from the fall of communism in Albania affected
almost every aspect of the country’s life. The higher education system, which was no
exception, underwent major changes with various reforms being implemented
(Kajsiu, 2015). Furthermore, education in Albania has been under the pressure to
conform to the criteria required for integration to the European space (Vadahi &
Bilali, 2015). In 2001, Albanian HEISs started applying the ECTS system and in 2003,
they started working for the implementation of the Bologna Declaration. Since then,
the higher education system has gained new characteristics and become more
modern, but also faced new challenges and is still in need of further improvement
(Gjonga, et al., 2014).

In the last two decades, the total number of HEIs has drastically increased.
Today there are 37 accredited HEIs in Albania, of which 20 are universities (12
public and eight private), two are academies, 10 are university colleges, two are
vocational colleges, and three are higher education schools (Quality Assurance
Agency in Higher Education, 2018). The total number of study programs is 1,129 of
which just 234 are accredited. The highest number of study programs is in economic
sciences with 222 programs, 71 of which are accredited. There are 235 social and

human sciences programs, 68 of which are accredited, and 149 engineering
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programs, 51 of which are accredited (Quality Assurance Agency in Higher
Education, 2018).

According to a report from the Albanian Higher Education and Scientific
Research Commission (2014), the higher education system does not meet the
requirements needed for the country’s development (Gjonga, et al., 2014). The report
identifies the poor quality of the academic work, the excessive number of HEIs, and
low financial resources as the main issues to be addressed in the future. Each issue is

briefly discussed in the forthcoming sections.

3.3.1 Quality of the academic work

In recent years, there has been a fall in the quality of academic work in Albania,
mainly for two reasons. First, there is a lack of division between the managerial and
academic structures of the Albanian HEIs. Tasks related to managerial, financial, and
academic issues are not distributed among different individuals but are centralized in
the hand of a few. This has led to inefficient management, fund abuse, and a setback
in the institutions’ academic development (Gjonca, et al., 2014). In addition,
academics with an administrative position have been overloaded with managerial
tasks. Second, because of low income levels, academics have resorted to multiple
jobs, and thus, have allocated less time to scientific research. All these factors have
led to a decrease in the quality of the academics’ primary job, that is, teaching, and

scientific research.

3.4.2 Excessive number of HEIs
As 0of 1992, Albania had two universities and three academies located in Tirana, and

three other institutions located in other cities. Private HEIs started to be established
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in 2002 to fill the gap between the demand for higher education and the supply
offered by the public sector. As this process was not controlled, it led to a boom in
the education sector. During 2005-2009, 34 private HEIs were opened. In the year
2014, Albania had the highest number of HEIs per capita among European countries,
and yet the lowest number of student per capita among developed countries (Kajsiu,
2015; Gjonga, et al., 2014). During this year about 80 percent of the students were
enrolled in 16 public HEIs and 21 percent of these students were registered in part-
time programs. About 20 percent of the students, on the other hand, were enrolled in
the 44 private HEIs, which at the time offered a total of 740 study programs. Because
of the low student-per-program ratio, costs of running a department were not
covered, so the minimum standards for proper education were barely met (Gjonga, et

al., 2014). This caused a fall in the quality of education provided by HEIs in Albania.

3.4.3 Financial resources

Another challenge for the Albanian HEIs is the lack of financial resources. In 2014,
Albania spent about €500 per student, five-times less than Romania and Bulgaria,
and nine-times less than Portugal and Spain (Gjonga, et al., 2014). The Albanian
government does little to support HEIs. The total budget that has been accorded to
education by the government generally has been lower than that recommended by
UNESCO, UNDP, and the EU. In 2014, the budget accorded to higher education was
only 0.05 percent of the country’s GDP (Gjonga, et al., 2014). Thus, HEIs are in need
of finding ways to increase their income by their own means. Possible courses of
action include increasing student tuition, allowing the rental of facilities and

contracting of campus services, as well as finding donators and investors.
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CHAPTER 4

THEORETICAL FRAMEWORK AND HYPOTHESES

This chapter starts with a review of the studies which have analyzed the LMX-OCB,
0J-OCB and OJ-LMX relationships. Suggestions on how cultural values may affect
each of these relationships will be made and hypotheses of the study will be

presented.

4.1 LMX and OCB

Various meta-analytic studies (Ilies et al., 2007; Dulebohn et al. 2012; Scott, Craven,
& Green, 2006) and field studies (Settoon et al., 1996; Wayne et al., 1997; Oren,
Tziner, Sharoni, Amor, & Alon, 2012; Wan, 2011) have found support for the
relation between LMX and OCB. This relationship is based on the employee felt
obligation to reciprocate beneficial behavior in order to match goodwill and
helpfulness (Cropanzano & Mitchel, 2005). In collectivistic cultures, the relationship
among individuals of the in-group is one of mutual dependence such that the
members are bound to support each other psychologically and in practice (Hofstede
et al., 2010). Albanian academics, as members of a collectivistic culture, can be
expected to feel obligated to reciprocate any beneficial treatment they get from their
supervisors or co-workers because cultural values dictate so. Furthermore, in
collectivistic cultures, the workplace is like a second family, and relationships are
guided by a sense of loyalty (Hofstede et al., 2010). Therefore, high-quality
relationships between academics and their department heads may augment the
willingness to go beyond one’s duty. Altogether, these considerations suggest the

following hypothesis regarding the relationship between LMX and OCB:
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Hypothesis 1: LMX will be positively associated with OCB in the HEIs in

Albania.

4.2 OJand OCB
Distributive justice has been identified as an antecedent of OCB (Greenberg & Lind,
2000; Cohen-Charash & Spector, 2001). Some studies have found a significant yet
weak relationship between these constructs, probably because distributive justice is
related more to economic exchanges than social ones (Fassina et al., 2008; Roch &
Shanock, 2006; Roch & Shanock, 2006). In an upper medium level income country
such as Albania, where the monthly GNI per capita is $360 (World Bank Group,
2017), economic exchanges are of relatively high importance. As mentioned in the
previous sections, academics of HEIs in Albania are not always satisfied with the
benefits they get from the institutions they work for. Poor management and lack of
resources in the Albanian HEIs has resulted in low financial gains for the academics
working in these HEIs. Albanian academics have been pushed to accept
administrative tasks or resort to multiple jobs, causing them to be overloaded. When
the job is hard and compensation is low, perceptions of distributive justice become
even more significant (Lee et al., 2010). Moreover, Albanian culture is high in
masculine values. Research indicates that individuals in cultures identified as
masculine are driven by ambition (Lin & Ho, 2010) and will strive for a higher salary
(Hofstede et al., 2010). If the Albanian academics are not satisfied with the salary or
other benefits they are provided, the probability that they will engage in OCB is
expected to be relatively lower. Hence the following hypothesis is put forward:
Hypothesis 2a: Distributive justice will be positively associated with OCB in

the HEIs in Albania.
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The relationship between procedural justice and OCB has been supported by
various studies (Colquitt, et al., 2013; Cohen-Charash & Spector, 2001).
Nevertheless, high PD values may distort the relationship, as employees holding
them may not consider certain aspects of procedural justice as important. It is
possible that individuals who hold high PD values may legitimize the inconsistent
treatment of the parties and their exclusion from the procedure-making process
(Rego & Cunha, 2010). Due to power inequalities, the employee may be unwilling to
point out errors, and still less demand for their correction. Albanians scores high in
PD values, therefore, lack of procedural justice may not significantly affect Albanian
academics. This, in turn, will cause the strength of the relationship between
procedural justice and OCB to diminish. Therefore, it is hypothesized that even when
academics are not provided with opportunities to voice their concerns, their tendency
to engage in OCB may not diminish:

Hypothesis 2b: Procedural justice will not display a significant positive
association with OCB in the HEIs in Albania.

Research on OJ and OCB has shown that interactional justice is the strongest
predictor of OCB (Asgari, Silong, Ahmat, & Bahaman, 2008; Colquitt, et al., 2013;
Moorman, 1991; Rego & Cunha, 2010). Studies measuring interpersonal and
informational justice as distinct constructs (Colquitt, et al., 2013; Rego & Cunha,
2010) revealed interpersonal justice as the strongest antecedent of OCB.
Nevertheless, the majority of this line of research has been conducted in societies
where individualistic values are prevalent. In individualistic societies, relationships
are mainly economic in nature (Hofstede et al., 2010) and therefore OCBs are viewed
as instrumental to expressing gratitude in response to favorable interpersonal

treatment (Erdogan & Liden, 2006), making the link between these two constructs
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stronger. Moreover, since individualists use interpersonal justice as an indicator of
their status and self-worth, they may be more sensitive to it (Greenberg, 2006).
According to Nevis (1983) self-worth needs, while prevalent in Western societies, do
not exist in the hierarchy of needs of the collectivistic Chinese society. Collectivists
view the workplace as a second family (Hofstede et al., 2010), and thus, put the well-
being of their in-groups above their interpersonal justice concerns (Pellegrini, 2006).
Therefore, Albanian academics may be less sensitive to interpersonal justice and
their tendency to engage in OCB may be less influenced by it. Thus, the following
hypothesis is formulated:

Hypothesis 2c¢: Interpersonal justice will not display a significant positive
association with OCB in the HEIs in Albania.

Various studies (Colquitt et al., 2001; Colquitt, et al., 2013) point out a
statistically significant relationship between informational justice and OCB. In a
social exchange relationship, information (e.g. clear instructions from the
organization, advice, and opinions from the leader) is seen as a valuable resource to
be exchanged (Colquitt, et al., 2013) and in some cases even essential to improving
one’s performance (Roch & Shanock, 2006). Information is particularly important to
members of societies with high UA values as it decreases the uncertainty of the
situation in which they may find themselves (Shao et al., 2013). In fact, managers of
these societies are expected to provide precise answers to any work-related questions
the subordinates may have (Hofstede et al., 2010). Hence, Albanian academics are
expected to be sensitive to informational justice issues, thus making the link with
OCB stronger. As Albanian academics can be expected to display more OCB when
provided with thorough and accurate information due to the strong UA values that

characterize the society, the following hypothesis is formulated:
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Hypothesis 2d: Informational justice will be positively associated with OCB

in the HEIs in Albania.

4.3 Organizational justice and leader-member exchange

Some studies have found a significant relationship between distributive justice and
LMX (e.g., Colquitt, et al., 2013; Cohen-Charash & Spector, 2001; Burton et al.,
2008; Dulebohn et al., 2012; Katrinli et al., 2010) while others have not (Wayne et
al., 2002; Lee et al., 2000; Erdogan & Liden, 2006). It has been argued that when a
supervisor lacks control on outcome decisions, distributive justice will not be related
to LMX (Wayne et al., 2002; Erdogan et al., 2006). In Albanian HEIs, outcomes are
specified in well-established rules and regulations, leaving the Department Chair
with little control on the outcomes the employee gets. This is a common practice in
countries with high UA values in which performance-based pay systems are not
preferred by organizations due to the ambiguities they create (Vukonjanski et al.,
2012). This being said, in countries with high PD values employees believe in the
superiority of their supervisor and the influence he/she may have on various work-
related issues. A study showed that managers in countries with high PD values rely
more on their superior’s experience than their own (Hofstede et al., 2010). By the
same logic, Albanian academics, although aware of the fact that the Department
Chair cannot directly affect the rewards they receive, may perceive him/her as
capable and “powerful” enough to exert indirect influence on outcome-related issues.
The quality of the relationship between the Albanian academic and the Department
Chair will be higher if the academic believes that he/she has received his/her fair

share of outcomes. These considerations lead to the following hypothesis:
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Hypothesis 3a: Distributive justice will be positively associated with LMX in
the HEIs in Albania.

Various studies have concluded that procedural justice has an impact on LMX.
(Cohen-Charash & Spector, 2001; Dulebohn et al., 2012). Nevertheless, many of
them have used the expanded construct of procedural justice which includes the
dimensions of interactional justice (Lee et al., 2010; Jaesub, 2001), so the link
remains questionable. Some studies have found procedural justice to be significantly
related to social exchange quality directed at the organization but not to LMX
(Colquitt, et al., 2013; Tekleab et al., 2005; Wayne et al., 2002). This may be due to
employees’ disposition to consider the formalized decision-making system as
organizationally based. Colquitt et al. (2001), however, do not agree with this view
and suggest that procedural justice can be both related to the organization and the
supervisor, as when a supervisor involves the subordinates in the decision-making
process (Colquitt et al., 2001). However, employees in societies with low PD values
and high collectivistic values may feel uncomfortable when the boss asks for their
opinion and may even lose respect believing that he/she is not adequately competent
(Hofstede et al., 2010). This in turn, may be harmful to the LMX relationship. In
these cultures, the voice criterion of procedural justice may have low relevance for
employees’ perceptions regarding the supervisor (Rego & Cunha, 2010). As
previously mentioned, the characteristics of fair procedures, such as the consistent
treatment of parties, considering the views of all parties, and correctability of errors,
may be less important to the members of high PD societies. This may also be the
case for Albanian employees. A study conducted in Albania revealed that the degree
to which supervisors involve others in making and implementing decisions had

nearly no impact on Albanian employees’ evaluation of leadership (GLOBE, 2004).
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Thus, the quality of the relationship that Albanian academics have with the
Department Chair is not expected to depend on procedural justice. Therefore, the
following hypothesis is extended:

Hypothesis 3b: Procedural justice will not display a significant positive
association with LMX in the HEIs in Albania.

LMX quality is based on the interpersonal relationships that supervisors have
with their subordinates. Thus, it is not unexpected that interpersonal justice would be
a strong antecedent of LMX (Fein et al., 2013), and various studies have provided
empirical support for this (Tekleab et al, 2005; Roch & Shanock, 2006; Colquitt, et
al., 2013; Fein et al., 2013; Cohen-Charash & Spector, 2001; Burton et al., 2008;
Cropanzano et al., 2002). However, interpersonal relationships formed in the
workplace may have different characteristics in different countries. In societies
characterized by low PD values the supervisor-subordinate relation is a pragmatic
one, whereas in high PD value societies the relation is more emotional in nature
(Hofstede et al., 2010). Hence, what constitutes a fair interpersonal treatment may
also differ. High-quality LMX relationships in low PD and high individualistic
societies are characterized by trust, respect, loyalty, and a sense of obligation toward
the supervisor (Park & Nawakitphaitoon, 2018). On the other hand, in high PD and
high collectivistic societies trust, respect, loyalty and a sense of obligation toward the
supervisor are all dictated by cultural values. Hence, in case issues related to trust,
loyalty, and respect arise between an academic and the Department Chair, the former
may view this as an upset of the balance of the relationship rather than an unfair
interpersonal treatment. Collectivists put group harmony and relationships above
justice issues, which is why, the academic may choose to engage in supervisor-

focused behaviors to bring the balance back (Erdogan & Liden, 2006). Even if
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Albanian academics perceive interpersonal injustice, they may not allow it to affect
the relationship they have with their supervisor, and find other ways to alleviate the
injustice. In other words, the quality of the relationship will not show great variance
despite the change in perceived interpersonal justice. Hence, the following
hypothesis is extended:

Hypothesis 3c: Interpersonal justice will not display a significantly positive
association with LMX in the HEIs in Albania.

Informational justice has been related to social exchange quality directed at
the supervisor (Roch & Shanock, 2006). A cross-cultural study, comparing a society
characterized by low PD and high individualism with another characterized by high
PD and high collectivism found no difference as to the relationship between
informational justice and LMX despite the different cultural characteristics of the
two samples (Rockstuhl et al., 2012; Pellegrini, 2006). Since Albanians score high in
the dimension of UA they may be sensitive to informational justice and use it in their
evaluations of authorities. Albanian academics will perceive their relationship with
the Department Chair in a more positive light if the latter shares relevant, accurate
and thorough information with them. These considerations led to the development of
the following hypothesis:

Hypothesis 3d: Informational justice will be positively associated with LMX

in the HEIs in Albania.

4.4 Hypotheses
Hypothesis 1: LMX will be positively associated with OCB in the HEIs in Albania.
Hypothesis 2a: Distributive justice will be positively associated with OCB in the

HEIs in Albania.
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Hypothesis 2b: Procedural justice will not display a significant positive association
with OCB in the HEIs in Albania.

Hypothesis 2c¢: Interpersonal justice will not display a significant positive association
with OCB in the HEIs in Albania.

Hypothesis 2d: Informational justice will be positively associated with OCB in the
HEIs in Albania.

Hypothesis 3a: Distributive justice will be positively associated with LMX in the
HEIs in Albania.

Hypothesis 3b: Procedural justice will not display a significant positive association
with LMX in the HEIs in Albania.

Hypothesis 3c: Interpersonal justice will not display a significant positive association
with LMX in the HEIs in Albania.

Hypothesis 3d: Informational justice will be positively associated with LMX in the

HEIs in Albania.
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CHAPTER 5

METHODOLOGY

5.1 Research objective

This study aims to conceptually and empirically add to the understanding of the
effect of LMX and OJ on OCB as well as the effect of OJ on LMX in the context of
Albanian HEIs. The constructs in the theoretical model have been operationalized
and designed into a survey study. Sample selection, data collection, measures used to
assess each variable, and statistical analyses are summarized in the forthcoming

sections of this chapter.

5.2 Sample selection

The up-to-date list of the accredited HEIs in Albania was obtained from the official
website of Quality Assurance of Higher Education Agency (QAHEA). As of May
2018, there were 20 universities (12 public and eight private), two academies, 11
colleges, one vocational college, and three higher education schools enlisted, making
up a total of 37 accredited HEIs (Quality Assurance Agency in Higher Education,
2018). Full-time Albanian faculty members of these 37 HEIs establish the population
of this study. Due to limited time and resources, the e-mail address of every
academic in all 37 HEIs could not be obtained. A representative few had to be
chosen from each HEI. Choosing one representative faculty was not possible because
there is not a faculty common to all HEIs. For instance, the University of Medicine
of Tirana offers courses in medicine, nursery, dentistry; Luarasi University offers
courses in law and economics; Polis University offers courses in engineering,

architecture and urban planning. A decision was made to include only the academics
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working in the main faculty of each HEI. For the sake of this study, faculties offering
the most widespread programs were considered as main faculties. According to
QAHEA, the highest number of study programs in Albania pertains to economic
sciences (71 programs), social and human science (68 programs), engineering (51
programs) and medicine (26 programs). Therefore, Faculty of Economics, Faculty of
Human Sciences, Faculty of Engineering or Faculty of Medicine of each HEI were
chosen to be part of the sample. By doing so the probability that each HEI would be
equally represented in the study would be higher.

Of the total 37 HEISs, five of them did not have a website so they had to be
excluded from the study. Seven of them, on the other hand, did not have the contact
information of the academic personnel on their websites. An e-mail explaining the
purpose of the study was sent to request the needed contact information. One request
was refused on privacy grounds and six requests did not receive an answer. As a
result, the sample of the study consisted of 670 Albanian full-time instructors

working in the main faculties of 25 Albanian HEIs.

5.3 Survey and data collection

The data in this study were collected using a questionnaire. The questionnaire was
prepared using different sources to measure OCB, LMX, and OJ. The questions from
the original scales' were first translated from English into Albanian (see Appendix
A). Then, they were back-translated by a third party into English and the two
versions were compared for translation accuracy. Discrepancies were resolved by

discussion (Erdogan & Liden, 2006). The questionnaire was written into a Google

"' The original scales are shown in Appendix B, C, D, E, F, and G.
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Form and the link was sent to 670 faculty members through an e-mail which
introduced the researcher and the purpose of the study. Voluntary participation and
confidentiality were also noted. Thirty-five e-mail addresses returned a delivery
failure notification, thus, 635 e-mails were sent and delivered. One month after the
last e-mail was sent, a total of 156 questionnaires were returned. Twenty-four of the
surveys were excluded from the analysis, four due to missing data and 20 as
respondents had less than three years tenure. The remaining 132 questionnaires were

part of the analysis, leading to a response rate of 20.79 percent.

5.4 Measures
A survey was designed to gather information about demographics and to measure

OCB, LMX, and OJ. The measures used in this study were as follows.

5.4.1 Demographic information

In the first part of the survey, participants were asked to provide information about
age, gender, highest education level achieved, administrative duties, academic title,
total net income, type of HEI (public or private) they work in, and tenure in the

current HEI.

5.4.2 Organizational citizenship behavior

OCB was assessed by a scale developed by Podsakoff et al. (1990) (Podsakoft,
Mackenzie, Moorman, & Fetter, 1990). A total of 24 items (see Appendix B) were
used to measure altruism, conscientiousness, sportsmanship, courtesy, and civic
virtue. Responses were obtained using a 5-point Likert scale with possible responses

ranging from “1=to a small extent” to “5=to a large extent”. Altruism included five
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items and a sample item was “Helps others who have heavy workloads.”
Conscientiousness dimension was based on five items, including “Obeys company
rules and regulations even when no one is watching.” Sportsmanship was measured
by five items all of which were reverse coded, and a sample item was “Consumes a
lot of time complaining about trivial matters.” Courtesy was based on five items,
including “Takes steps to try to prevent problems with other employees.” Civic
virtue included four items and a sample item was “Attends meetings that are not
mandatory but are considered important.” Scores obtained from each item were
added and divided by 24 in order to obtain an average score for the respondent. The
higher the score, the higher the level of OCB that the academics engaged in. The

coefficient alpha for this scale was .79.

5.4.3 Leader-member exchange

The quality of the relationship between the academics and their immediate supervisor
was measured through the 7-items scale developed by Scandura and Graen (1984).
The questions from the original scale were adapted (see Appendix C) to fit the
question “To what extent do you agree with the following statements?” A sample
item was “I always know how satisfied my immediate supervisor is with what I do.”
Respondents indicated their agreement with each item using a 5-point Likert scale
with possible responses ranging from “1=strongly disagree” to “5=strongly agree”.
Responses to the third item (My immediate supervisor does not fully recognize my
potential) were reverse scored. Scores were averaged to obtain the overall LMX
score for each participant. High scores reflected a high-quality LMX relationship.

The coefficient alpha of the seven items was .814.
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5.4.4 Organizational justice

Perceived OJ was assessed through the 20-item scale developed by Colquitt (2001).
Items were measured through a 5-point Likert scale with possible responses ranging
from “1=to a small extent” to “5=to a large extent”.

Four items were used to measure the perception of distributive justice (see
Appendix D). A sample item was “My outcome reflects the effort I have put into my
work.” The coefficient alpha for this scale was .865.

The scale used to evaluate procedural justice (see Appendix E) consisted of
seven items and a sample item was “I have been able to express my views and
feelings during these procedures.” The coefficient alpha for this scale was .933.

A four-item scale was used to assess interpersonal justice (see Appendix F).
A sample item was “My supervisor has treated me with respect.” Due to changes
resulting from translation, the fourth item (My supervisor has not refrained from
improper remarks or comments) was reversed. The coefficient alpha for the four
items was .868. The reliability test indicated that removing the fourth item would
improve the scale’s overall reliability, thus, the fourth item of the scale was dropped
and the remaining three items were used for all analyses. The coefficient alpha for
the three-item scale was .959.

Informational justice was assessed by five items (see Appendix G) and a
sample item was “My supervisor has explained the procedures thoroughly.” The

coefficient alpha for this scale was .955.

5.5 Data analysis
In this study, IBM SPSS Statistics Version 21 was used for data analysis. The

reliability of the scales was checked through the measurement of Cronbach’s Alpha.
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Linearity was assessed and correlation analysis was performed. The relationships
hypothesized in the conceptual framework were tested using multiple linear
regression analysis. Relationships between LMX, OJ dimensions and OCB, and OJ
dimensions and LMX were analyzed. Case diagnostics was run for outliers and
residuals. Assumptions of multicollinearity, independent errors, homoscedasticity,

and normally distributed errors were also checked for.
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CHAPTER 6

FINDINGS OF THE STUDY

6.1 Sample characteristics and descriptives

The sample of this study included 132 Albanian full-time faculty members working
in main faculties of 25 HEIs (10 public, 15 private) in Albania. The highest
participation was from the faculties of Economics and Administrative Sciences (79
percent), followed by the faculties of Engineering (ten percent), the faculties of Law
and Political Science (five percent), and lastly the faculties of Medicine (three
percent). As shown in Table 1, eight of the HEIs were more than 20 years old, and

six of them were less than seven years old. The newest HEI was three years old.

Table 1. Number of HEIs Opened During the Period 1951-2015 in Albania

Period of

. Frequency Percent Cumulative Percent
Foundation
1951-1998 8 32 32
1999-2005 3 12 44
2006-2010 8 32 76
2011-2015 6 24 100
Total 25 100

Information about socio-demographics of the sample is presented on Table 2.
As can be seen from the table, 50 percent of the sample was in the age range between
31 and 40 years old. About 70 percent of the participants were female. The highest
education degree completed by roughly 80 percent of the respondents was a Ph.D.
degree. Nearly 42 percent of the sample had administrative duties besides teaching.
Faculty members with the following titles and achievements were part of the study:
professor (10.6 percent), associated professor (26.5 percent), doctor (40.2 percent),
and master degree (22.7 percent). Monthly net income was in the $500-800 range for
about 50 percent of the participants and in the $800-1300 range for approximately 30
percent of the participants. Less than seven percent of the participants had a monthly
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net income less than $500 while the minimum wage for Albania in the year 2018 was
$227 per month (Drejtoria e Pérgjithshme e Tatimeve, 2017). Respondents working
in a public HEI made up almost 70 percent of the sample. More than three fourth of

the respondents’ tenure in the HEI they currently worked for was five or more years.

Table 2. Frequency Table for Socio-demographics

Valid  Cumulative
Frequency Percent

Percent Percent
Age Group 21-30 12 9.1 12 12
(n=100) 31-40 48 36.4 48 60
41-50 20 15.2 20 80
51-60 14 10.6 14 94
61-70 5 3.8 5 99
71-80 1 0.8 1 100
Gender Female 90 68.2 68.2 68.2
Male 42 31.8 31.8 100
Highest Education =~ Master 26 19.7 19.7 19.7
Achieved Ph.D. 106 80.3 80.3 100
Holds an No 76 57.6 57.6 57.6
administrative duty ~ Yes 56 42.4 42.4 100
Academic Title M. Sc./M.A. 30 22.7 22.7 22.7
Dr. 53 40.2 40.2 62.9
Assoc. Prof. 35 26.5 26.5 89.4
Prof. 14 10.6 10.6 100
Net Income < $500 9 6.8 7 7
(n=129) $500-799 65 49.2 50.4 57.4
$800-1300 42 31.8 32.6 89.9
>$1300 13 9.8 10.1 100
Type of HEI Public 90 68.2 68.2 68.2
Private 42 31.8 31.8 100
Tenure <5 30 22.7 22.7 22.7
5-10 51 38.6 38.6 61.4
11-15 20 15.2 15.2 76.5
16-20 17 12.9 12.9 89.4
>20 14 10.6 10.6 100

*Unless shown otherwise n=132

In order to check whether the variables are normally distributed, skewness and
kurtosis values (see Table 3) were used. All socio-demographic variables have a

skewness value between the value of +1, except for “highest education achieved” and
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“tenure”. The sample is not uniform with respect to these values. This could also be

inferred by looking at Table 2, which shows that almost 80 percent of the sample has
a Ph.D. degree and the tenure of more than three fourth of the sample is five or more
years. The distribution of the variables under study can be said to be fairly normal as

skewness values are in the +1 range and kurtosis values are in the +2 range.

6.2 Relationships between variables

Scatterplots depicting the relationship between independent variables and dependent
variables were analyzed to gain preliminary insights into the relationship between
LMX, distributive justice, procedural justice, interpersonal justice, informational
justice, and OCB. The same analysis was performed on the relationships between

each justice dimension and LMX. The results are reported next.

6.2.1 Dependent variable OCB

Scatterplot graphs portraying the relationship of LMX (Figure 1) and perceived
distributive (Figure 2), procedural (Figure 3), interpersonal (Figure 4), and
informational justice (Figure 5) with OCB were drawn. Scatterplots revealed that
there is a linear relationship between each justice dimension and OCB, however, the
slope of the lines in each graph point out to a relatively weak link. Furthermore,
outliers and the lack of patterns are also indicative of a weak relationship. Of all the
relationships, informational justice - OCB seems to be the strongest and most

significant one. A closer look to each graph is offered next.
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Table 3. Descriptive Statistics for Socio-Demographics and Variables under Study

Age
Gender
Highest education level
achieved
Administrative duties
Academic title
Total net income level
Type of HEI
Tenure
Valid N (listwise)
OCB
LMX
Distributive Justice
Procedural Justice
Interpersonal Justice
Informational Justice
Valid N (listwise)

N

100
132
132

132
132
129
132
132
99

132
132
132
132
132
132
132

Min

21

W = = =

Max

h L L i W W

Mean
Statistic Std.
rror
41,15 1.034
1,32 .041
1,8 .035
1,42 .043
2,25 .081
2,46 .068
1,32 .041
11,12 .688
4,3423  0,03029
3,4266  0,07076
4,0202  0,06239
3,1445  0,09157
3,9981 0,08213
3,3273  0,10379

Std.

Deviation

10.345
468
399

496
928
71

468
7.907

0,34795
0,81293
0,7168
1,05209
0,94362
1,19241

Variance

107.018
219
159

246
.861
594

219
62.520

121

.661

514
1.107
.890
1.422

Skewness Kurtosis

td.

Statistic Statistic Std
Error

.829 241 .329 478
790 211 -1.398 419
-1.541 211 382 419
310 211 -1.933 419
295 211 =742 419
353 213 -.269 423
790 211 -1.398 419
1.380 211 1.918 419
-423 211 .068 419
-.508 211 -.127 419
-611 211 .072 419
-419 211 -.528 419
-.836 211 .289 419
-.285 211 -.857 419
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There is a linear relationship, although not strong, between LMX and OCB (see
Figure 1). There seems to be a general trend in the data, shown by the line, such that
respondents with higher LMX reported higher OCB. A few outliers, which represent
respondents with low LMX and high OCB, can be spotted in the graph. What is
interesting about this graph is the near absence of dots in the lower-left corner, which
would suggest few respondents reporting a low-quality relationship with their

supervisor and low levels of OCB.

R? Linear = 0,045

5,00

4,50

OCB

4,00

3,50 o

3,00 T

Figure 1. Scatterplot of the relationship between LMX and OCB

A linear relationship, illustrated by Figure 2, was observed between
distributive justice and OCB. As indicated by the line, respondents reporting higher
distributive justice perceptions generally reported higher engagement in OCB. It is
interesting that in some cases respondents with the same perception of distributive
justice reported engaging in different levels of OCB. In this graph there are no

obvious outliers.
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Figure 2. Scatterplot of the relationship between Distributive Justice and OCB

The relationship between procedural justice and OCB is linear as well. As
shown in Figure 3, the line indicates that respondents with high procedural justice
perceptions generally reported high OCB levels. There are a few outliers, which
represent respondents with low procedural justice perceptions and high engagement
in OCB, as well as respondents with high procedural justice perceptions and low
engagement in OCB. It can be inferred that for some of the respondents, procedural
justice perceptions have no effect on the decision to engage in OCB.

Figure 4 also points out to a linear relationship between interpersonal justice
and OCB. In general, respondents who reported high interpersonal justice
perceptions also reported higher OCB levels. The strength of the relationship,
however, seems to be diminished by answers in which the same level of
interpersonal justice corresponds to different levels of OCB. Interestingly,
interpersonal justice and OCB scores seem to be gathered at the upper-right corner of
the graph indicating high levels of both interpersonal justice and OCB for all the

participants. A linear relationship was found between informational justice and OCB.
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Figure 3. Scatterplot of the relationship between Procedural Justice and OCB

R? Linear = 0,020

5,00

4,50+

OCB

4,00+

3,504 (o)

3,00 T T T T

Interpersonal Justice

Figure 4. Scatterplot of the Relationship between Interpersonal Justice and OCB

The line on the graph (see Figure 5) suggests that there is a general trend,
such that, respondents who perceived higher levels of informational justice also
engaged more in OCBs. A few outliers, which represent respondents with low

informational justice and high OCB, are visible on the graph.
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Figure 5. Scatterplot of the Relationship between Informational Justice and OCB

6.2.2 Dependent variable LMX

Graphs showing the relationship between perceived distributive (Figure 6),
procedural (Figure 7), interpersonal (Figure 8), and informational justice (Figure 9)
and LMX were drawn. Scatterplots tend to indicate a positive association between all
justice dimensions and perceived LMX quality. Slopes of the lines in each graph
reveal that the relationships between justice dimensions and LMX are relatively
stronger than the respective relationships between justice dimensions and OCB.
Furthermore, outliers are few in number, pointing out to a greater level of
consistency in the relationship between the independent and the dependent variables.
In other words, high levels of perceived LMX quality were, in almost all cases,
associated with high levels of perceived distributive, procedural, interpersonal and
informational justice. Of all the relationships, procedural justice-LMX and
informational justice-LMX seem to be the strongest and most significant ones. A

detailed view of each relationship is provided next.
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The relationship observed between distributive justice and OCB can be seen
on Figure 6. The scatterplot depicting this relationship reveals that respondents
reporting higher distributive justice perceptions generally reported higher
engagement in LMX. The line indicates a strong relationship among the two
variables. This graph has resemblance with the graph showing the relationship
between distributive justice and OCB, in the sense that, respondents with the same
perception of distributive justice reported perceiving different levels of LMX quality.

In this graph there are a few outliers.
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Figure 6. Scatterplot of the relationship between Distributive Justice and LMX

The relationship between procedural justice and LMX was linear as well. As
shown in Figure 7, the line indicates that respondents with high procedural justice
perceptions generally reported high LMX levels. The dots, representing a
respondent’s answer regarding procedural justice and LMX, are scattered near the

line, forming a pattern suggestive of a strong relation between these two variables.
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Figure 7. Scatterplot of the relationship between Procedural Justice and LMX

Figure 8 also points out to a linear relationship between interpersonal justice
and LMX. In most of the cases, higher interpersonal justice perceptions were
associated with higher LMX levels. As the graph shows, almost all of the
respondents reported above average levels of perceived Interpersonal justice.
Although some respondents reported same levels of perceived interpersonal justice
they differed in their rating of LMX quality.

A linear relationship was also found between informational justice and LMX
(see Figure 9). There is a certain pattern, such that, respondents who perceived
higher levels of informational justice also perceived higher levels of LMX quality.
The pattern could be observed even in the absence of the fit line suggesting a strong
relationship between the variables plotted.

In the next section, more details about the relationships among the variables

of interest will be provided by studying prevailing inter-correlations.
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Figure 8. Scatterplot of the relationship between Interpersonal Justice and LMX

R? Linear = 0,490

5,007 o} o

(o]
(o]
000

4,00

LMX

3,00

2,009

1,00 T T T

T T
1,00 2,00 3,00 4,00 5,00

Informational Justice

Figure 9. Scatterplot of the relationship between Informational Justice and LMX

6.3 Inter-correlations among variables
Bivariate Pearson correlation was used to check for existing correlations between the
variables of interest. Results, shown on Table 4, provide a preliminary picture of how

strongly independent variables relate to dependent variables. Correlation coefficients
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confirm what was inferred in the previous section. The strength of the relationship
between justice dimensions and LMX is relatively stronger than the relationship
between justice dimensions and OCB.

The coefficients point to a consistently positive, although weak, relationship
between LMX, justice dimensions, and OCB, all but one of which are statistically
significant. As can be seen on Table 4, OCB was significantly correlated, in
descending order, with distributive justice (r = .29, p < 0.01), informational justice (r
=.25,p<0.01), LMX (r = .21, p < 0.05), and procedural justice (r = .20, p < 0.05).
The results indicate that LM X and procedural justice, when compared to distributive
and informational justice, have a weaker relationship with OCB. No significant

relationship was found between OCB and interpersonal justice (r = .14, p > 0.05).

Table 4. Descriptives and Correlations of the Variables under study

M SD 1 2 3 4 5 6

1. OCB 434 035  (0.79) 2120 2917 202" 143 247

2. LMX 343 0.81 (0.814) 5277 624" 5897 700"

3. Distributive 402 072 (0.865) 3757 3317 4157
Justice

4. Procedural 3.14 1.05 (0.933) 557 785"
Justice

5. Interpersonal 400 094 (0.959) 732"
Justice

6. Informational 3.33 1.19 (0.955)
Justice

*_Correlation is significant at the 0.05 level (2-tailed).
**_ Correlation is significant at the 0.01 level (2-tailed).
N=132. Values in brackets represent Cronbach alpha’s for each scale

On the other hand, LMX displayed a statistically significant correlation, in
descending order, with informational justice (r = .70, p < 0.01), procedural justice
(r=.62, p<0.01), interpersonal justice (r = .59, p < 0.01), and finally distributive
justice (r =.53, p <0.01). A reason why each justice dimension had a weaker
relationship with OCB rather than with LMX could be that OCB has a higher mean

(4.34/5.00) and a lower standard deviation (0.35) than any of the other variables.
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These values suggest that the majority of the academics in the sample generally
reported high levels of OCB. When there is such a narrow range, correlations are
diminished (Camerman, Cropanzano, & Vandenberghe, 2007).

Looking at the coefficients among the justice dimensions it can be seen that,
procedural and informational justice are highly correlated with each other (r = .79, p
<0.01), followed by interpersonal and informational justice (r =.73, p <0.01). These
results are in line with research showing that these constructs are related to each
other (Colquitt et al., 2001). The least related constructs were distributive and
interpersonal justice (r =.33, p < 0.01). This finding has also been supported by
previous studies (Camerman et al., 2007).

A preliminary look for multicollinearity reveals that there are no substantial

correlations (r > 0.8) between the independent variables.

6.4 Regression analysis

Multiple linear regression analysis was conducted to test the hypotheses. Two
analyses were conducted. The first analysis had OCB as the dependent variable and
LMX, distributive justice, procedural justice, interpersonal justice and informational
justice as independent variables. The second analysis had LMX as dependent
variable and distributive justice, procedural justice, interpersonal justice and
informational justice as independent variables. In both of the analyses the sample
size was n=132, well above the minimum required value of 98 and 90, respectively
(50+8k, where “k” is the number of independent variables, and “n” is the sample
size) (Field, 2009). Independent variables were entered into each analysis

simultaneously using the forced entry method.
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6.4.1 LMX, OJ — OCB relationship

The first analysis was conducted with OCB as the dependent variable and LMX,
distributive justice, procedural justice, interpersonal justice and informational justice
as independent variables. As Table 5 indicates, the model was a good fit, F(5) =

3.053 (p < 0.05) with R*= 0.108 (see Table 6).

Table 5. ANOVA of the Regression Analysis for OCB

Model Sum of Squares df Mean Square F Sig.
Regression 1.714 5 .343 3.053 .012
1 Residual 14.146 126 112
Total 15.860 131

Table 6. Model Summary of the Regression Analysis for OCB

Change
Adjusted R td. E f Statisti Durbin-
Model R R Square djusted Std r.ror 0 atistics urbin
Square the Estimate R Square Watson
Change
1 329 .108 .073 33507 .108 2.074

Table 7 provides the results of the relationship of each independent variable
with the dependent variable. As can be seen from the table distributive justice was
found to have a significant and positive relationship with OCB ( =.236, t = 2.375,

p <0.05). The relationships of LMX and other dimensions of justice with OCB were

Table 7. Coefficients of the Regression Analysis for OCB

Unstandardized Standardized Collinearity
Coefficients Coefficients . Statistics
Model Sig.
B Std. Beta Tolerance VIF
Error
1 (Constant) 3.824 .193 19.795 .000
LMX -.007 .055 -.017 -.134 894 422 2.372
Distributive 115 .048 236 2.375 019 17 1.394
Justice
Procedural -.003 .046 -.010 -.075 .940 371 2.697
Justice
Interpersonal -.034 .046 -.092 -.738 462 451 2.219
Justice
Informational .069 .051 237 1.368 .174 236 4.240
Justice
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not significant. These results provided support for Hypotheses 2a, 2b and 2c, and
failed to support Hypotheses 1, and 2d.

Case diagnostics was used to check the accuracy of the model. The analysis
identified outliers and residuals as shown in Table 8. Five percent of the cases had
standardized residuals within about +2 and one percent of the cases had standardized
residuals within about £2.5. The model had only one standardized residual above the

critical value of 3.

Table 8. Casewise Diagnostics of the Regression Analysis for OCB

Case Number  Std. Residual OCB Predicted Value Residual
28 -3.286 3.25 43512 -1.10116
66 -2.235 3.50 4.2489 -.74891
81 2.433 4.88 4.0599 .81513
101 -2.087 3.79 4.4909 -.69924
103 -2.259 3.42 4.1737 -.75702
114 -2.234 3.71 4.4569 -.74860

The cases were investigated further using diagnostic statistics. Table 9 shows
the results of the analysis which, for all the cases, indicate that Cook’s Distance is
smaller than the critical value of 1, Mahalanobis Distance is smaller than the critical
value of 15, Centered Leverage Value is smaller than the critical value of 0.0909
(2(k+1)/n) and CVR is within the critical limits of 1.136 and 0.864 (1+3(k+1)/n
where “k” is the number of independent variables, and “n” the sample size) (Field,
2009).

Table 9. Cook’s Distance, Mahalanobis Distance, Centered Leverage Values and CVR of the
Regression Analysis for OCB

Case Cook's Mabhalanobis ~ Centered Leverage CVR
Number Distance Distance Value

28 .07531 4.07252 .03109 .62306
66 .01737 1.63273 .01246 .83549
81 13872 13.56435 .10354 .85204
101 .02234 2.80874 .02144 .86918
103 .05476 6.50201 .04963 .85488
114 .05689 6.91659 .05280 .86212
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None of the cases has a substantial influence on the model, therefore, the model can
be considered fairly reliable.

The assumption of independent errors was checked through Durbin-Watson
statistic shown in Table 6. The value for the data of this model is 2.074, which is
close to the critical value of 2. Thus, the residuals in the model are independent and
the assumption of independence of errors is met.

The assumption of multicollinearity was checked through Tolerance and VIF
statistics shown in Table 7. This model has VIF values below 10 and tolerance
statistics above 0.2; therefore, it can be concluded that there is no multicollinearity
among the independent variables.

Assumptions of linearity and homoscedasticity were checked through the
scatterplot of regression standardized predicted values and regression standardized
residuals. As can be seen on Figure 10, the points are randomly and evenly dispersed

throughout the plot; a pattern which indicates that this assumption has been met.
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Figure 10. Scatterplot of regression Standardized Predicted Value and Regression Standardized
Residuals for OCB

An important assumption of a regression analysis is the normal distribution of

residuals. To test whether the residuals are normally distributed, two graphs were
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checked, namely, the histogram of regression standardized residuals and normal P-P
plots of normally distributed residuals. As can be seen from Figure 11, the
distribution of residuals for the model tested is roughly normal. All the points
representing the observed residuals (see Figure 12) lie near the line that represents a

normal distribution.
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Figure 11. Histogram of regression standardized residual for OCB
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Figure 12. Normal P-P plot of regression standardized residual for OCB
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6.4.2 OJ — LMX relationship

The second analysis was run with LMX as the dependent variable, and distributive
justice, procedural justice, interpersonal justice and informational justice as the
independent variables. The results showed that the model is a good fit F(4) = 43.569

(p < 0.001) (see Table 10) with R*=0.578 (see Table 11).

Table 10. ANOVA of the Regression Analysis for LMX

Model Sum of Squares df Mean Square F Sig.
Regression 50.078 4 12.519 43.569 .000
I Residual 36.493 127 287
Total 86.571 131

Table 11. Model Summary of the Regression Analysis for LMX

Change
Adjusted R Std. Error of Statistics Durbin-
Model R R Square S the Estimat Wat
quare e Estimate R Square atson
Change
1 761 578 .565 .53605 .578 1.866

According to the model (see Table 12), distributive justice ( = .271,
t=4.262, p <0.001) and informational justice (B = .342, t =2.986, p < 0.01) were
found to have a significant and positive effect on LMX whereas procedural and
interpersonal justice had no significant impact on LMX. These results provided

support for Hypothesis 3a, 3b, 3c and 3d.

Table 12. Coefficients of the Regression Analysis for LMX

Unstandardized Standardized Collinearity
Model Coefficients Coefficients t Sig. Statistics
B Std. Error Beta Tolerance  VIF
1 (Constant) 470 306 1.536 127
Distributive 308 072 271 4.262 .000 .820 1.220
Justice
Procedural 128 072 .166 1.774 .078 .380 2.632
Justice
Interpersonal 135 .073 157 1.852 .066 463 2.160
Justice
Informational ~ .233 .078 342 2.986 .003 252 3.962
Justice
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Case diagnostics was run to identify residuals in order to check whether the
model was accurate. As shown in Table 13, five percent of cases in the model had
standardized residuals within about £2. Three cases had standardized residuals above

the critical value of 3.

Table 13. Casewise Diagnostics of the Regression Analysis for LMX

Case Number Std. Residual LMX Predicted Value Residual
10 -2.447 1.00 2.3115 -1.31147
13 -3.741 2.29 4.2910 -2.00533
22 2.046 3.86 2.7606 1.09658
42 2.064 4.29 3.1794 1.10634
47 3.606 5.00 3.0669 1.93305
93 3.359 4.57 2.7708 1.80059

The cases were investigated further using diagnostic statistics. As can be seen
on Table 14, Cook’s Distance is smaller than the critical value of 1, Mahalanobis
Distance is smaller than the critical value of 15, Centered Leverage Value is smaller
than the critical value of 0.0757 (2(k+1)/n) and CVR is within the critical limits of
1.114 and 0.886 (1+£3(k+1)/n) for each of the cases. Thus, the model is fairly reliable

as none of the cases exert substantial influence on the model.

Table 14. Cook’s Distance, Mahalanobis Distance, Centered Leverage Values and CVR of the
Regression Analysis for LMX

Case Cook's Mahalanobis Centered

Number Distance Distance Leverage Value CVR
10 .11010 9.24622 .07058 .86806
13 .09687 3.25253 .02483 58739
22 .06220 7.51891 .05740 92990
42 .02884 3.16577 .02417 90079
47 .04632 1.26086 .00962 .61065
93 .16065 7.20320 .05499 .67455

Assumption of independent errors was checked through Durbin-Watson
statistic presented in Table 11. The value for the data of this model is 1.866 which is
close to 2. Thus the residuals in the model are independent and the assumption of

independence of errors was met. Table 12 shows the values of Tolerance and VIF
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statistic, which were checked to see if the assumption of multicollinearity was met.
This model has VIF values below 10 and tolerance statistics all of which are above
0.2, indicating that there is no multicollinearity among the independent variables.
The scatterplot of regression standardized predicted values and regression
standardized residuals was used to check for assumptions of linearity and
homoscedasticity. As can be seen on Figure 13, the points are randomly and evenly

dispersed throughout the plot, a pattern indicating that this assumption has been
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met.

Figure 13. Scatterplot of Regression Standardized Predicted Value and Regression Standardized

Residuals for LMX

In order to test the normality of residuals we look at the histogram, Figure 14,
and normal P-P plots of normally distributed residuals and non-normally distributed
residuals. For the LMX data, the distribution is roughly normal. As can be seen from
Figure 15, all the points, which represent the observed residual, lie near the line that

represents a normal distribution.
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Histogram
Dependent Variable: LMX

Mean = -2,12E-15
40 Std. Dev. = 0,985
N=132

Frequency

A

T

1) T T T T
-4 2 0 2 4

Regression Standardized Residual

Figure 14. Histogram of regression standardized residual for LMX
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Figure 15. Normal P-P plot of regression standardized residual for LMX

6.5 Findings
Results of the study identified distributive justice as antecedent of OCB, and
distributive justice and informational justice as antecedents of LMX. Table 15 offers

a summary of the hypotheses tested and their respective results.
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Table 15. Summary of findings

Hypothesis 1

Hypothesis 2a

Hypothesis 2b

Hypothesis 2¢

Hypothesis 2d

Hypothesis 3a

Hypothesis 3b

Hypothesis 3¢

Hypothesis 3d

LMX will be positively associated with OCB in
the HEIs in Albania.

Distributive justice will be positively associated
with OCB in the HEIs in Albania.

Procedural justice will not display a significant
positive association with OCB in the HEIs in
Albania.

Interpersonal justice will not display a significant
positive association with OCB in the HEIs in
Albania.

Informational justice will be positively associated
with OCB in the HEIs in Albania.

Distributive justice will be positively associated
with LMX in the HEIs in Albania.

Procedural justice will not display a significant
positive association with LMX in the HEIs in
Albania.

Interpersonal justice will not display a significant
positive association with LMX in the HEIs in
Albania.

Informational justice will be positively associated
with LMX in the HEIs in Albania.

not supported

supported

supported

supported

not supported

supported

supported

supported

supported
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CHAPTER 7

DISCUSSION AND CONCLUSION

HEIs in Albania operate in a competitive environment due to the high number of
institutions and the low number of students per capita. Poor management and lack of
funds in the Albanian HEIs have resulted in low monetary gains for the academics
working in these institutions. Albanian academics have been pushed to accept
administrative tasks or resort to multiple jobs, causing them to be overloaded, and
thus, devoting less time to academic work. The purpose of this study was to identify
the antecedents of extra-role behaviors and social exchange quality in the HEIs in
Albania. Research in the Western countries, based on SET, has identified perceptions
of justice and social exchange quality as main antecedents of extra-role behaviors
and also indicated that social exchange quality is affected by perceptions of justice.
According to SET, employees will use OCBs to reciprocate high-quality LMX
relationships and perceptions of justice, and the latter will also have an impact on the
quality of the LMX relationships. Nevertheless, these relationships may not hold in
the Albanian society which has been identified as having high PD, high collectivistic,
high masculine and high UA values.

Hypotheses were formulated based on the characteristics of the context and
cultural values of the country. Two relationships were subject of analysis,
specifically, the relationship of LMX, distributive, procedural, interpersonal and
informational justice with OCB, and the relationship of distributive, procedural,
interpersonal and informational justice with LMX. In order to investigate these
relationships, a survey questionnaire was used to collect data. Among 132

participants of the study, almost 80 percent held a Ph.D. degree, near 42 percent had

64



administrative duties, about 50 percent had a monthly net income in the range of
$500-799, and roughly 70 percent worked in a public HEI. The results of the first
multiple regression analysis revealed that distributive justice has a statistically
significant positive impact on OCB. No significant relationship was found between
LMX, procedural justice, interpersonal justice, informational justice and OCB. The
second multiple regression analysis, on the other hand, indicated that both
distributive justice and informational justice have statistically significant positive
effect on LMX. According to the analysis, procedural and interpersonal justice had
no significant effect on the engagement of the academics in OCB or the quality of

their LMX relationships.

7.1 Interpretation of results

The results of the study revealed, as hypothesized, that distributive justice is a
possible predictor of OCB in the HEIs in Albania. The findings indicated that
academics who perceived high levels of distributive justice also reported more OCB.
In other words, when Albanian academics perceive the outcomes they receive to be
in line with the contributions they make, they are more prone to exhibit behaviors
that benefit their co-workers, superiors, the HEI as a whole and third-parties, such as
students. If Albanian academics are not satisfied by the outcomes they receive, the
probability that they will go beyond their duty is low. The results might be partially
due to the low-income level of the academics. The fact that they resort to multiple
jobs (Gjonga, et al., 2014) is an indicator of this. Another reason can be the
masculine values which characterize Albanians. Due to such values, they may be
ambitious and hence strive for a higher salary and aim to gain more benefits in

exchange for their work (Hofstede et al., 2010).
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Perceived distributive justice, as expected, also had an effect on the quality of
the relationship that Albanian academics have with their supervisor. The academics
tend to view their relationship with the Department Chair more positively if the
outcomes that they believe they deserve are given to them. Although the supervisor
has no direct involvement in the distribution of outcomes, Albanian academics, due
to high PD values, may believe that their supervisor has at least an indirect influence
on the outcomes they receive. Thus, when Albanian academics obtain the outcomes
they aspire to, they are likely to attribute merit to the Department Chair and thus are
more likely to trust and respect him. The impact of distributive justice on OCB and
LMX is supported by previous research (Cohen-Charash & Spector, 2001; Katrinli et
al., 2010).

In addition, procedural justice, as hypothesized, was not found to have a
significant impact on either OCB or LMX. Apparently, Albanian academics are not
sensitive to procedural justice stemming from either the organization or the
supervisor. This may be attributed to cultural values. In Albania, an institution that
does not allow participation of employees in the process control or a supervisor who
does not involve the subordinates in decision-making may not be considered as being
unfair. It may be the case that, Albanian academics do not expect and/or want to be
provided with the opportunity to voice their opinions, therefore, the lack of it may
not create perceptions of injustice. The analysis shows that, even if the academics
think they have been wronged, because of not being included in the decision-making
process, they will not address it by diminishing their OCB or by retaliating against
the Department Chair. Another possibility is that they may compare their position
with those of others, and judge the situation as fair since no one was given the

opportunity to voice their opinions. Either way, perceptions of procedural justice will
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not cause the academics to withdraw their OCB or decrease the social exchanges
with the Department Chair.

Furthermore, informational justice, as expected, was a statistically significant
predictor of LMX quality. Findings revealed that when the Department Chair shares
information with the faculty members the latter will perceive the relationship in a
more positive light. It is also possible that, not the information itself but the
“sharing” is important in the evaluation of the relationship. Interestingly,
informational justice failed to predict OCB. The results showed that the Albanian
academics’ belief that they have been informed in detail about relevant issues does
not have an effect on their engagement in OCB. It has been noticed that in
collectivistic cultures employees may rely less on explicit information and use more
subtle clues to evaluate the organization, co-workers, and general performance
(Hofstede et al., 2010). Therefore, the Albanian academics’ decision to engage in
OCB may be affected by factors which do not depend on perceptions of
informational justice or the need for information.

Two other hypotheses suggested that interpersonal justice is not an antecedent
either to OCB or LMX. Results revealed that interpersonal justice had no significant
impact on either OCB or LMX. This can be attributed to the collectivistic values of
the Albanian society. Albanian academics hold collectivistic values which stress the
importance of interpersonal relationships and social harmony (Greenberg, 2001), and
thus, should be cherished despite unpleasantries in the workplace. Hence, Albanian
academics may be less sensitive to interpersonal justice. In fact, results show that
with an average score of 3.99 (out of 5) the participants in the study thought they
were being treated in a just manner. This could also be attributed to the nature of the

sample, which largely consisted of academics with a certain level of education and
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came from a certain social class. Interpersonal treatment from the Department Chair,
under the influence of high PD values, could only be one of dignity, respect, and
politeness. On the other hand, there is also the possibility that academics may choose
not to jeopardize the relationship they have with the Department Chair by reacting
negatively to interpersonal injustice (Erdogan & Liden, 2006).

Contrary to what was hypothesized, LMX did not have a significant effect
on OCB. This result is partially supported by a meta-analysis study by Rockstuhl et
al. (2012), which shows that the relationship of LMX and OCB is weak in countries
where PD is high and individualism is low. It is plausible that in collectivistic
countries OCBs are often seen as in-role (Paine & Organ, 2000; Moorman &
Blakely, 1995). Thus, Albanian academics may engage in OCB independent of the
relationship they have with their supervisor. Additionally, there is also the possibility
that OCBs of Albanian academics are directed toward the group (i.e. the
organization) rather than the individual (i.e. supervisor). As stated by SET,
employees can distinguish between the social exchanges they form and target their
OCBs accordingly (Cropanzano & Mitchel, 2005). Albanian academics may
probably engage in OCB due to the social exchanges they have with the institution
they work for rather than the social exchanges they have with the Department Chair.

Lastly, as previously mentioned, both distributive justice and informational
justice were positively associated with the quality of LMX relationship. The
correlation analysis revealed that distributive justice, among all justice dimensions, is
correlated the most with informational justice. Thus, it can be inferred that
informational justice perceptions mitigate perceptions of distributive injustice.
Hence, in case Albanian academics perceive distributive injustice they will refer to

their perceptions of informational justice to decide if they are being treated in a just
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manner by their supervisor. In other words, when Albanian academics think an
injustice regarding the outcomes they have received has been done to them, they will
turn to information relevant to the distribution of those outcomes to decide if they

have been wronged or not by the institution they work for.

7.2 Practical implications

Our findings suggest a number of practical implications for HEIs in Albania. First,
since Albanian academics are sensitive to issues regarding reward allocation, the
administrators of these institutions should be extra cautious in devising reward
allocation mechanisms, such that they should recognize and consider each
academic’s contribution, and allocate rewards according to employee performance
and merit. The Department Chair should be involved in the performance evaluation
process as he/she can provide more accurate information about each academic’s
input in work-related issues.

Second, the management of the HEIs should provide incentives and
opportunities for self-achievement to Albanian academics, who can be described as
ambitious due to the masculine cultural values that they hold. The Department
Chairs, on the other hand, should make use of their interactions with academics to
provide the necessary information that will assist the academics’ perceptions of
outcome fairness. Department Chairs should provide accurate and relevant
information if they want to develop high-quality exchange relationships with the
academic.

Third, Department Chairs should bear in mind that Albanian academics may
utilize subtle means to settle the balance of fairness. In order to address any issues of

injustice, they would have to be attentive and look for minor clues that point out to
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the academic’s dissatisfaction. Albanian academics would not confront their
supervisor so the weight of identifying problems falls almost entirely on the

Department Chair.

7.3 Limitations, strengths and future suggestions

Findings from this study are subject to certain limitations. First, the variables were
operationalized through measures the validity of which was not tested in the
Albanian culture before. Nevertheless, Cronbach’s Alpha for each scale indicated
their reliability and internal validity. Future research can conduct confirmatory factor
analyses to validate the use of these constructs in the Albanian context.

Second, the study was conducted only in one context, analyzing the attitudes
and behavior of one group of people, specifically academics working in the HEIs in
Albania. These findings, therefore, cannot be generalized across other industries or
groups of people. Nevertheless, this study is the first step in the analysis of OCB,
LMX, and OJ in Albania, an issue which may drive more inclusive future research.

A third limitation is the method of data collection. All variables were assessed
with self-reported measurements, so our findings may suffer from the same source
bias (Colquitt et al., 2001; Organ & Ryan, 1995). Future research can measure OCB
from different viewpoints, such as those of the Department Chair, co-workers, and
students.

Lastly, this study contemplated that due to cultural values Albanian
academics are less sensitive to procedural and interpersonal justice. A study by Kim
et al. (2017) suggested that in cultures with high PD values, the supervisor is not
expected to form interpersonal relationships with the supervisor and therefore

relatively higher interpersonal justice is likely to emerge (Kim, Choi, Knutson, &
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Borchgrevink, 2017). Training leaders on procedural and interpersonal justice has
given positive results in increasing LM X quality (Dulebohn et al., 2012) and, in turn,
OCB (Greenberg, 2006). In the future, researchers could utilize longitudinal research
design in order to analyze the impact such training may have on the quality of the
relationship between the academic and Department Chair, as well as, test the impact

that high-quality LMXs have on academics’ engagement in OCB.

7.4 Conclusion

In conclusion, the results of this study suggest that salary and other benefits that
Albanian academics get from the institution they work for play an important role in
determining work-related attitudes and behavior. Specifically, when Albanian
academics perceive that they have been rewarded in accordance with their
contributions to the institution, they will be willing to go the extra mile and build a
fruitful relationship with the Department Chair for three main reasons.

First, the satisfaction of getting what they deserve will motivate them to
reciprocate the good done, by the institution or the Department Chair, through such
means as helping their co-workers, supporting the Department Chair, promoting the
institution to outsiders, and going the extra mile for their students. These results can
be attributed to the low level of income per capita, the lack of high profits in the
institutions of high education in Albania, and masculine values which characterize
Albanians. Management of these institutions should conduct performance
evaluations which reflect each academics contribution and reward them accordingly.

Second, Albanian academics, who see the rewards they get as fair, will form
high-quality relationships. They will trust the Department Chair, perform the tasks

he/she appoints, be there for him/her when required, and show loyalty to him/her.
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These results can be due to the high PD values which characterize the Albanian
society. Department Chairs, in the Albanian institutions, should be aware of the
academics’ expectations related to the distribution of outcomes and the role they
think the Department Chair plays in the determination of those outcomes.

Third, if the institution the Albanian academics work for and/or the
Department Chair they report to provide them with thorough, accurate, appropriate
and timely information about work-related issues the academics will believe they
have a high-quality relationship with the Department Chair. A reason for this could
be the high UA values that characterize the members of the Albanian society.
Department Chairs can foster their relationships with the academics if they are more

careful and rigorous in sharing relevant information with them.
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APPENDIX A

QUESTIONNAIRE IN ALBANIAN LANGUAGE?

Rezultatet e késaj ankete do té jen€ pjesé e analizés sé njé studimi kérkimor rreth sjelljes qytetare né rrethin akademik né Shqipéri. Pérgjigjet tuaja do t€ mbeten krejtésisht

anonime. Anketa pérbéhet nga gjashté pjesé. Pjesémarrésit nuk jané té detyruar t'i pérgjigjen ¢do pyetjeje.

Viti i lindjes Gjinia F() M()
Arsimi ( ) Master Viti i diplomimit Universiteti ku punoni €shté | Privat ()
( ) Doktoraturé | Viti i diplomimit Né cilin fakultet punoni?

Fusha e studimit t& Doktoraturés Sa vite keni qé punoni né kété universitet?

Titulli Shkencor Cfaré detyre administrative keni (nése keni)?
T€ ardhura mujore ($) ()...-499 () 500-799 (1;8380 ) () 1301-...
Ju lutem vlerésoni shprehité e méposhtme né lidhje me eprorin tuaj duke pérdorur shkallén e méposhtme té vlerésimit.

1 = S'jam aspak dakort 2 = S'jam dakort 3 =Nukedi 4 = Jam dakort

1. Uné e di gjithmoné se sa i kénaqur €sht€ eprori im nga puna g€ uné krye;.

2. Eprori im 1 kupton mjaftueshém problemet dhe nevojat qé kam.

3. Eprori im nuk &shté plot€sisht né dijeni té potencialit tim.

4. Nése do t& kisha nevojé pér t€, eprori im do t€ pérdorte autoritetin e tij/saj pér t€ zgjidhur problemin tim.
5. Besoj se eprori im do t&€ mé ndihmonte né rast se do t€ kisha nevojé€ edhe duke rrezikur interesat vetjake.

6. Uné i mbroj vendimet dhe mendimet e eprorit tim edhe kur ai nuk &shté€ i pranishém.

* The questionnaire was prepared by translating the original scales (see Appendix B, C, D, E, F, and G) from English into Albanian.
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5 = Jam plotésisht dakort
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7. Marrédhénia ime e punés me eprorin tim &shté frytdhénése. 1 2 131415

Shprehité e méposhtme jané né€ lidhje me rezultatet e arritura n€ vendin e punés (detyrat administrative, detyrat né lidhje me mésimdhénien, detyrat jashté shtetit, lavdérime,
rroga, ngritje né€ detyré, etj.) Ju lutem pérgjigjuni sipas shkallés s€ méposhtme té vlerésimit.

1 = Shumé pak 2 =Pak 3 = Pjesérisht 4 = Mjaftueshém 5 = Shumé

1. A pasqyrohen pérpjekjet tuaja né rezultatet e arritura? 1 2 131415
2. Rezultatet e arritura pérputhen me punén e kryer. 1 2 131415
3. Rezultatet e arritura jan€ né pérpjestim té drejté me kontributin tuaj né puné. 1 2 131415
4. A ijustifikon performanca juaj rezultatet e arritura né puné? 1 2 131415
Shprehité e méposhtme kané t€ b&jné me procedurat e pérdorura pér pérllogaritjen e pérfitimeve (monetare/jomonetare) né puné. Ju lutem pérgjigjuni sipas shkallés sé
méposhtme t€ vlerésimit.

1 = Shumé pak 2 =Pak 3 = Pjesérisht 4 = Mjaftueshém 5 = Shumé
1. A ju jepet mundésia t€ shprehni mendimet dhe ideté tuaja rreth kétyre procedurave? 1 2 131415
2. A keni patur ndikim né rezultatet e arritura népérmjet kétyre procedurave? 1 2 131415
3. A jané zbatuar kéto procedura n€ ményré t€ vazhdueshme? 1 2 131415
4. A jané formuluar kéto procedura né ményré efektive? 1 2 131415
5. A jané formuluar kéto procedura duke u bazuar né dije (informacione) té sakta/t€ pérpikta? 1 2 131415
6. A keni patur mundésiné t€ kérkoni rishikimin e kétyre rezultateve? 1 2 131415
7. A bazohen kéto procedura né standartet e etikés dhe moralit? 1 2 131415

Shprehité e méposhtme kané t€ b&jné me personat pérgjegjés pér proceset e pérdorura pér pérllogaritjen e fitimeve (monetare/jomonetare) n€ puné. Ju lutem pérgjigjuni sipas
shkallgs s€ méposhtme té vlerésimit.

1 = Shumé pak 2 =Pak 3 = Pjesérisht 4 = Mjaftueshém 5 = Shumé
1. A éshté i sjellshém me ju? 1 2 1345
2. A ju trajton n€ ményré dinjitoze? 1 2 131415
3. A ju trajton me respekt? 1 2 131415
4. A bén vérejtje dhe komente jo profesionale? 1 2 1345
5. A flet/komunikon hapur me ju? 1 2 131415
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6. A ua ka shpjeguar gjithcka rreth kétyre procedurave, pérfshiré detajet?
7. A ua ka shpjeguar procedurat n€ ményré t€ logjikshme?

8. A ua ka komunikuar detajet rreth procedurave né€ koh&?

el e e
NN NN

9. A komunikon duke pasur né méndje natyrén dhe nevojat personale t€ ¢do individi.

Shprehité e méposhtme kané t€ béjné me sjelljen tuaj n€ vendin e punés. Ju lutem pérgjigjuni sipas shkallés s€ intensitetit me té cilén i shfaqni kéto sjellje.

W | W W W

N N

(O, IV, IV, V)|

1 = S'jam aspak dakort 2 = S'jam dakort 3 =Nukedi 4 = Jam dakort 5 = Jam plotésisht dakort

. I ndihmoj punonjésit e tjeré kur jané t&€ mbingarkuar me puné. 2
. Jam njé nga punonjésit mé t& pérgjegjshém.

. Té tjerét detyrohen té pérfundojné punét té cilat uné i & pérgjysém.

. Pérpigem mos iu shkaktoj probleme kolegéve.

. Ndjek vazhdimisht ndryshimet q& ndodhin né vendin e punés.

. Jam gjithmoné i/e gatshém/e té ndihmoj njerézit q€ kam pérreth.

. Mendoj se njerézit duhet t&€ punojné pér ta merituar rrogén qé marrin.

. Humbas shumé kohé duke u ankuar pér gjéra té paréndésishme.

O 0 N L B W N~

. Gjithmoné vézhgoj ndikimin q€ kané sjelljet e mia te kolegét e mi.

—
(=]

. Marr pjesé né€ mbledhjet ku pjesémarrja nuk éshté e detyruar por g€ jané té réndésishme.

—_
—_

. Ndihmoj dik& q€ ka munguar né puné pér arsye personale.

—_
\S]

. Mungesat q€ kam béré né vendin e punés jané mé té pakta se maksimumi i lejuar.

—_
w

. E bej qimen tra.

b | | e [ e | e | | | [ | | [

=
o~

. Nuk abuzoj me té drejtat e té tjeréve.

[u—
W

. Marr vullnetarisht pérsiper detyra t€ cilat jané té réndésishme pér imazhin e vendit té punés edhe kur nuk jam i/e detyruar.

—_
(o))

. Ndihmoj vullnetarisht njerézit qé kané probleme né lidhje me punén.

[u—
\]

. Né vendin e punés gjaté dit€s nuk béj pushime té shpeshta apo té gjata.

—_
o]

. Zakonisht kérkoj pér t& meta dhe gabime sesa pér gjéra pozitive.

NSRS NS ST ST SN S AR SEE SER SRR SEE SEESER SRR SRR S RN SEE S

— | | | |

—
Nl

. Marr masa parandaluese q€ t&€ moj hyj né konflikt me punonjésit e tjeré.
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20. Lexoj dhe ndjek ¢do lloj materiali (lajmérime, shénime) qé kané t&€ b&jné me vendin e punés. 1 2 131415
21. Ndihmoj vullnetarisht té punésuarit e rinj q€ t€ ambientohen me vendin e punés dhe pozicionin e tyre. 1 2 131415
22. 1 zbatoj rregullat e vendit t&€ punés edhe kur askush nuk e vé re. 1 2 131415
23. Gjej gjithmoné gabime dhe t€ meta n€ vendin e punés. 1 2 131415
24. Kujdesem qg sjellja ime t€ mos ndikojé negativisht tek punonjésit e tjeré. 1 2 1345

Faleminderit pér pjesémarrjen, Mikaela Musta, MA Student International Trade Management Bogazici University, BS Business Administration Hacettepe University
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APPENDIX B
QUESTIONS FOR THE MEASUREMENT OF

ORGANIZATIONAL CITIZENSHIP BEHAVIOR

“To what extent do you agree with the following statements?

“1=to a small extent” to “5=to a large extent”

1.

2.

10

11.

12.

13.

14.

15.

16.

17.

18.

19.

I help others who have heavy workloads. (Altruism A)

I am one of the most conscientious employees. (Conscientious C)

. I am the classic squeaky wheel that always needs greasing. (Sportsmanship S)
. Itry to avoid creating problems with co-workers. (Courtesy Co)

. T keep abreast of changes in the organization. (Civic Virtue CV)

I am always ready to lend a helping hand to those around me. (A)

I believe in giving an honest day’s work for an honest day’s pay. (C)

. I consume a lot of time complaining about trivial matters. (S)

I am mindful of how my behavior affect other workers. (Co)

. T attend meetings that are not mandatory but are considered important. (CV)
I help others who have been absent. (A)

My attendance at work is above the norm. (C)

I tend to make “mountains out of molehills”. (S)

I do not abuse the right of others. (Co)

I attend functions that are not required but help company image. (CV)

I willingly give my time to help others who have work-related problems. (A)
I do not take extra breaks. (C)

I always focus on what is wrong, rather than the positive side. (S)

I take steps to try to prevent problems with other employees. (Co)
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20.

21.

22.

23.

24.

I read and keep up with organization announcements, memos and so on. (CV)
I help orient new people even though it is not required. (A)

I obey company rules and regulations even when no one is watching. (C)

I always find fault with what the company is doing. (S)

I consider the impact of my actions on co-workers. (Co)
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APPENDIX C

QUESTIONS FOR THE MEASUREMENT OF LEADER-MEMBER EXCHANGE

“To what extent do you agree with the following statements?

“l=strongly disagree” to “5=strongly agree”

1. T always know how satisfied my immediate supervisor is with what I do?

2. My immediate supervisor completely understands your problems and needs.

3. My immediate supervisor does not fully recognize my potential.

4. My immediate supervisor would certainly be personally inclined to use power to
help me solve problems in my work.

5. I can certainly count on my immediate supervisor to “bail me out™ at his or her
expense when I really need it.

6. I would certainly defend and justify my immediate supervisor’s decisions if he or
she were not present to do so.

7. Thave an extremely effective working relationship with my immediate supervisor.
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APPENDIX D

QUESTIONS FOR THE MEASUREMENT OF DISTRIBUTIVE JUSTICE

“The following items refer to your outcome. To what extent were the following
observed”:

“1=to a small extent” to “5=to a large extent”

1. My outcome reflects the effort I have put into my work.

2. My outcome is appropriate for the work I have completed.

3. My outcome reflects what I have contributed to the workplace (organization).

4. My outcome is justified, given my performance.
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APPENDIX E

QUESTIONS FOR THE MEASUREMENT OF PROCEDURAL JUSTICE

“The following items refer to the procedures used to arrive at your outcome. To what
extent were the following observed”:

“1=to a small extent” to “5=to a large extent”

1. T have been able to express my views and feelings during these procedures.

2. T have had influence over the outcome arrived at by those procedures.

3. Those procedures have been applied consistently.

4. Those procedures have been free of bias.

5. Those procedures have been based on accurate information.

6. I have been able to appeal the outcome arrived at by those procedures.

7. Those procedures have upheld ethical and moral standards.
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APPENDIX F

QUESTIONS FOR THE MEASUREMENT OF INTERPERSONAL JUSTICE

“The following items refer to the authority figure who enacted the procedure. To
what extent were the following observed”:

“1=to a small extent” to “5=to a large extent”

1. My supervisor has treated me in a polite manner.

2. My supervisor has treated me with dignity.

3. My supervisor has treated me with respect.

4. My supervisor has refrained from improper remarks or comments.
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APPENDIX G

QUESTIONS FOR THE MEASUREMENT OF INFORMATIONAL JUSTICE

“The following items refer to the authority figure who enacted the procedure. To
what extent were the following observed”:

“1=to a small extent” to “5=to a large extent”

1. My supervisor has been candid in his/her communication with me.

2. My supervisor has explained the procedures thoroughly.

3. My supervisor’s explanations regarding the procedures were reasonable.

4. My supervisor has communicated details in a timely manner.

5. My supervisor tailors his/her communications to individuals’ specific needs.
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