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Abstract

Turnover of employees has gained the attention of organisations due to the impact of human
resources on organisation performance and competitive advantage. This dilemma leads the
management to struggle to find ways and retain employees. To attract, organisations use the
"pull factors™ to entice employees to perform better in the organisation. This study was
conducted to investigate the relationship between the three dimensions of organisational
justice: distributive, procedural and interactional justice towards voluntary turnover. This was
an explanatory study that used a quantitative research design. Through a survey method, data
was collected from a total of 115 respondents. The findings revealed that there was a
significant relationship between employee turnover, distributive justice, procedural justice,
and interactional justice. However, interactional justice had the strongest impact. This study
also unearthed that attractive compensation is not the only method for the management to
retain talent in organisations. Organisational justice plays an essential role in the retention of
employees. These results will provide a better understanding of supervisors and human
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resource professionals with additional insights into the impact of organisational justice on
employees' turnover. This study indicates that organisations' interactional justice practised is
considered a central factor for employee retention. Although prior research has investigated a
number of these issues, this study was the first to focus on employees in Small and Medium
Enterprises in Malaysia.

A\ MacrOthlnk International Journal of Human Resource Studies

Keywords: organisational justice, interactional justice, procedural justice, voluntary turnover
1. Introduction
1.1 Background

Studies showed that 84 per cent of Malaysia's workers who are working in Small and
Medium Enterprises (SMEs) were willing to leave their home country for an overseas job
with no intention of migrating. In addition, 72 per cent of Malaysia's SMEs' workers have
even intended to migrate to other countries and aim for a better career opportunity and
lifestyle (Charpia, 2018). Approximately 38 per cent of SMEs face problems for filling the
vacant job position with suitable candidates globally (Akunda et al., 2018). SMEs are
common business companies established by the private sector. Several articles have proven
that the employee who works in the company will have a high tendency to leave the company.
The SMEs employer is facing problems for retaining talent in the company. The employees
are thinking of working in another country instead of their own home country (Akunda et al.,
2018). This issue is caused by the poor economic climate, high fluctuation of global oil price,
and Ringgit Malaysia's devaluation (Shield & Renee, 2018). However, these studies are
mainly focusing on the overall performance of a particular country, leaving the treatment
from the employers' end as an essential contributing factor to initiate the employees' intention
to leave the company in the first place.

1.2 Problem Statement

Past research has shown that organisational justice perceptions by employees can
significantly reduce turnover intention (e.g., Mengstie, 2020). The treatment of employees
that includes organisational justice is essential towards retaining the. Perceived injustice can
reduce the employee's motivation to accomplish their goals (Imani, 2009). Organisational
justice can also impact the turnover of employees in an organisation (De Gieter, 2012).
Higher turnover rates will result in higher costs and have an impact on the organisation's
performance (Work Institute, 2019). According to previous reports, the turnover cost can be
about one-half of an individual's overall annual compensation. (Keller and Cappeli, 2013).
Furthermore, the cost of replacing an employee is substantial, with figures varying from 90%
to 100% of the employee's annual salary. The high turnover rate of workers is one of the
factors that lead to the failure of companies (Joshi & Ratnesh, 2013). Employee turnover
influences an organisation's success and profitability, and organisations must consider why
workers intend to stay or quit. There are initiatives carried out to solve these problems, but
not all management teams are willing to do so. Attempts such as training and development
allow the workers to enhance themselves personally and professionally. Increase
compensations and bonuses provide various benefit packages for the employees that cater to
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different needs for different workers. These are the aspects that the management focuses on,
leaving organisational justice practices aside (Usmani, 2016). Despite the importance of
organisational justice, most research on this matter is focused on large corporations and in
developed countries. However, there a paucity of research that focussed on Small and
Medium Enterprises in a developing country. Therefore, this study was conducted to
investigate the influence of dimensions in organisational justice: distributive, procedural, and
interactional justice towards employee voluntary turnover in SMEs in Malaysia.

2. Literature Review
2.1 Employee Voluntary Turnover

Employee voluntary turnover is defined as employees who leave his/her current organisation
at his/her own will (George, 2017; Arif, 2018). The turnover could be the result of many
situations such as a better offer for compensation (Sutanto, 2018), better career development
opportunity (Arif, 2018), and other better fringe benefits offered from other organisation, and
these led to a "push™ factor and caused the employees to lose interest on staying in their
current organisation. Following that, employees left the current organisation (Hao, 2016;
Sutanto, 2018). Mistreatment, abusive, and an unfair working environment are also some of
the determinants that pushed employees to voluntarily leave the organisation (Usmani, 2016;
Arif, 2018). Therefore, this study was undertaken to investigate the three dimensions of
organisational justice, namely distributive, procedural, and interactional justice towards
employees’ voluntary turnover.

2.2 Organisational Justice and Turnover

Distributive justice refers to fairness in allocating outcomes or rewards in the organisation
(Ryan, 2016; Grondelle, 2018). Some of the outcomes that one employee expects might differ
from another employee (Bennett et al., 2018). The distributor has a challenging task in
determining the need for every employee, as it can satisfy and retain them (Hockett, 2019). In
the work context, outcomes are a form of reward which includes wages, promotions, and
career opportunities, while the inputs would include training, equipment and experience
(Pepper, 2019). Managing distributive justice in an organisation is challenging for the
manager (Hughes & Merges, 2017; Grondelle, 2018; Hockett, 2019). They must provide
equal work that comes with equal outcomes for the employees (Kappel 2018). The employees
must be given equity to have equal opportunity to complete their work (Fronlich et al., 2018;
Eleveld et al., 2020). The equity rule has been a benchmark for standardising the human
resources policies such as salary distribution, approval of training and development
opportunities, and eliminating favouritism behaviour in the organisation (Brinkmann, 2020).
The manager has to consider a few factors during the distribution of rewards, such as their
contribution and status. The employee's contribution to a particular task (Hassan & Mojtaba,
2016; Frohlich et al., 2018; Edmundson, 2020) and the status of the employee are the key
determinants for the compensation and rewards for the employee (Kappel, 2018; Pepper,
2019; Hockett, 2019). Many people missed when it comes to distributive justice because of
the task’'s duration (Hancock et al., 2018). The duration of time has to be realistic and
reasonable (Usmani, 2016; Arif, 2018). Investment in the employees, such as training and
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development, is considered vital for the organisation's employees (Hassan & Mojtaba, 2016;
Kappel, 2018). It is similar to instructions and demonstrations on handling a particular task
(Grondelle, 2018; Pepper, 2019). A study done by Mueller and Price found that an intention
to leave is formed when there is a sense of the unfair distribution of rewards and outcomes
among employees (Hughes & Merges, 2017; Hancock et al., 2018; Hussain & Khan, 2019;
Brinkmann, 2020).

H1: Organisational justice is related to employees' voluntary turnover.
2.3 Procedural Justice and Turnover

Procedural justice refers to the organisation's methods to make decisions and policies (Zhang
et al., 2015; Tyler, 2017; Kim & Beehr, 2020). Establishing a well-constructed policy is a
challenging and time-consuming task for the management team (Bennett et al., 2018; Maiese
et al., 2020). Inputs from the employees are significant for the management to consider when
preparing the policies (Ryan, 2016; Tyler, 2017). It is essential to ensure that policies are
compatible and tandem with the organisation's current set-up (Ryan, 2016; Tyler,
2017). Rules and regulations are made for fair treatment, and they must be applied to
everyone in the organisation regardless of their status and years of service (Kim & Beehr,
2020; Maiese et al., 2020). Fair policies help reduce favouritism in the organisation (Hancock
et al.,, 2018; Bergami & Morandin, 2019). Predetermined rules and regulations cannot be
altered under any circumstances that could cause favouritism as it will violate procedural
justice (Cropanzano, 2015; Ryan, 2016; Kim & Beehr, 2020). Though honouring the policy is
the outcome that the management is looking for, it could contradict the employees'
perspectives (Gupta & Singh, 2018). Employees' voice has to be heard before any
justification was held upon them (Kurter, 2018; Ryan, 2018). Grievances from employees
must be managed through the performance appraisal session (Ryan, 2016; Tyler, 2017). Good
practice of procedural justice allows management to build a fair working environment that
helps the organisation keeping key talents (Govindarajan, 2019; Ramdeo & Singh, 2019).

H2: Procedural justice is related to employees’ voluntary turnover.
2.4 Interactional Justice and Turnover

Interactional justice refers to the level of dignity and respect that is practised in the
organisation about decisions and procedures (Usmani, 2016; Mullich, 2018). The outcome of
interactional justice is where everyone in the organisation has to be treated with respect
regardless of their personal and professional traits (Craig, 2017). A good practice of
interactional justice should be shown not only from the treatment between superiors and
subordinates, but rather everyone (Craig, 2017; Beheshti, 2019). This could motivate the
employees to be loyal to the organisation, as they could work comfortably and respectfully in
the organisation (Mullich, 2018; Dang & Pham, 2020). Interactional justice is the best
solution for counteracting procedural justice's rigidness by imposing humanity in the
treatment of one to another (Beheshti, 2019; Prossack, 2020). The management could start
practising interactional justice by becoming a role model for the subordinates (Craig, 2017,
Eliasof, 2020; Dang & Pham, 2020) and demonstrating the expected behaviours (Craig, 2017,
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Mullich, 2018; Dang & Pham, 2020). This way, it will influence the subordinates to imply
interactional justice as a norm in the organisation (Brownlee, 2019; Prossack, 2020). Good
practice of interactional justice is also a great way to reduce issues such as sexual harassment
(Spencer, 2020), disturbance from trade union (Winkler, 2018), misunderstanding or
miscommunicating between staffs (Craig, 2017; Brownlee, 2019; Vigo, 2019), and most
importantly high turnover rate (Usmani, 2016; Arif, 2018).

H3: Interactional justice is related to employees’ voluntary turnover.

3. Methodology
3.1 Research Design

The study adopted a quantitative study, with primary data gathered using a survey
questionnaire. The unit of analysis for the study was individual. There were 115 respondents
who participated in the survey. The respondents were employees of SMEs in Malaysia.
Survey questionnaires consist of 25 close-ended questions; the participants were informed
about the confidentiality of the information they provided in the study, and their participation
is on a voluntary basis. Items used in the survey questionnaire were adopted from Usmani
(2016). A five-point Likert-scale was used in the study to measure all items in the survey
questionnaire, and the measurement in the Likert-scale ranges from 1 (strongly disagree) to 5
(strongly agree). Data were gathered using an online survey platform using a google survey
form. Distribution to the intended samples was conducted through convenience sampling and
snowball sampling methods.

3.2 Data Analysis

Data Analysis was done by using the SPSS software. The questionnaires were checked for
missing data. After editing, the data was created in the SPSS file. The demography
information of respondents in this study was described. This study adopted several critical
analysis methods such as descriptive analysis, frequency analysis, Pearson correlation and
multiple regression analysis to describe the respondents. SPSS was used as a medium to
analyse all data obtained from the respondents.

4. Findings and Discussion
4.1 Participants Demographics

The total number of respondents who participated in this study was 115. There were five
close-ended questions asked in the demography section. The study found 74 (64.3%) female
and 41 (35.7%) male employees who participated in the survey based on the descriptive
analysis. The majority of the participants were young employees and aged below 25 years old
(63.5%), followed by participants in the age group between 26-34 years old (29.6%). On the
educational level, 47% of the respondents obtained a bachelor's degree, while 49.7% obtained
quite similar to a bachelor's degree. On working experience, most of the respondents (44.3%)
have working experience between 1-3 years, and income information revealed that most of
the respondents received income in the range of below RM2000 (45.2%).

4.2 Descriptive Statistics
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There were 20 items used in the survey questionnaire to measure all predictors and the
dependent variable used in the study. For the distributive justice dimension, the item asked
whether the respondents agreed that their current work schedule is fairly allocated for them,
findings revealed with a score of 3.53. If the participants agreed that their pay is fairly
distributed, on item asking, they received a score of 3.37. The participants are considered that
their workload to be quite fair (mean rating = 3.39 out of 5.00). Most of the participants
thought that the given rewards in the workplace are fair (mean rating = 3.57 out of 5.00).
Participants in this study felt that their job responsibilities are quite fair (mean rating = 3.52
out of 5.00).

Procedural Justice

The participants agreed that their supervisor's job decision was in a biased manner (mean
rating = 3.21 out of 5.00). The participants do think that it is essential that their concerns have
to be heard before a job decision was made (mean rating = 3.33 out of 5.00). They thought
that the supervisor's consideration process towards the employees' justification, inputs, and
thoughts was conducted thoroughly (mean rating = 3.48 out of 5.00). The participants do
think they received sufficient facilitation as they wanted to proceed with their requested task
from their supervisor (mean rating = 3.52 out of 5.00). The participants agreed on the
regulations and treatment are applied to all employees regardless of other matter (mean rating
= 3.46 out of 5.00).

Interactional Justice

The participants agree that they are treated with kindness and consideration in the workplace
(mean rating = 3.50 out of 5.00); they also agreed that they are treated with respect and
dignity in the workplace (mean rating = 3.73 out of 5.00). Their management is sensitive to
the employees' personal needs (mean rating = 3.26 out of 5.00) as their management has
catered to different employees' needs. The participants think that the management decided
honestly and sincerely on the employees' job (mean rating = 3.60 out of 5.00). Their
management has a proper etiquette when it comes to reasoning with the employees (mean
rating = 3.59 out of 5.00).

\oluntary Turnover

The majority of the SMESs' workers who took part in this study are satisfied with the current
job (mean rating = 3.56 out of 5.00). They also found that their opinions are respected at
work (mean rating = 3.46 out of 5.00). The participants think that their colleagues' overall
satisfaction in the workplace is satisfied (mean rating = 3.28 out of 5.00). The participants felt
that the relationship between themselves and their superior was good (mean rating = 3.35 out
of 5.00). Lastly, the participants are satisfied with their superiors’ management skills in
handling employees' affairs (mean rating = 3.31 out of 5.00).

4.3 Reliability Testing

Table 1 shows the reliability test of all the variables mentioned in this study. The highest
Cronbach's Alpha value in this study is Voluntary Turnover with a value of 0.825. All
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Cronbach's Alpha value in this study is in the range from 0.664 to 0.825. This indicates that
all of the study variables are reliable since they surpassed the acceptable threshold value of
0.6.

Table 1. Reliability Test

Number Variables Number of Items Cronbach’s Alpha
1 \oluntary Turnover 5 0.825
2 Distributive Justice 5 0.754
3 Procedural Justice 5 0.664
4 Interactional Justice 5 0.754

Table 2 explains the multiple regression analysis’s significance based on its coefficients.
According to Table 2, Distributive Justice (B = 0.311, p-value = 0.000), Procedural Justice (3
= 0.215, p-value = 0.016), and Interactional Justice (B = 0.348, p-value = 0.000) has
significant positive relationship with voluntary turnover, this indicates that the absence of
organisational justices (independent variables) will lead employees to voluntary turnover.
Table 2 also shows that Interactional Justice (b= 0.388) has the greatest contribution to the
employees' voluntary turnover in this study.

4.4 Hypothesis Testing
Table 2. Coefficient Values Analysis

b B t p-value
(Constant) .209 162 871
Distributive Justice .337 311 3.961 .000
Procedural Justice 242 .215 2.439 .016
Interactional Justice .388 .348 4.120 .000

To identify the acceptance of this study's hypotheses, we will be focusing on the p-value; the
hypothesis will be accepted when the p-value is less than 0.050. Table 2 shows that all of the
hypotheses were supported because the p-value of each variable is less than 0.05. This
finding implies that there was a significant relationship between distributive justice,
procedural justice, and interactional justice towards employee turnover. The components
mentioned in distributive justice, procedural justice, and interactional justice are crucial to
retaining employees in SME-type organisations. In addition, employees are humans who tend
to seek a better way of living rather than forcing themselves to work in an uncomfortable
workplace.

The multiple regression analysis showed an R-square value of .527. This is the coefficient of
determination. This analysis is to test the model fitness against predictors used towards the
dependent variable. It was found that the R=2value is at 0.527 and indicated that all
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dimensions used in this study were able to explain 52.7% of turnover intention among
employees at SMEs in Malaysia. However, the R? indicated that more than half of the total
percentage on the dependent variable used in this study, the remaining 47.3% are still
subjected to other predictors that are either associated or not associated with the independent
variables used in this study. Therefore, the absence of organisational justice is only one factor
that leads SMEs' employees to leave the organisation voluntarily. There are still other factors
that could lead to the exact outcome as well.

5. Conclusion, Implications, Limitations and Recommendations
5.1 Conclusion

This study discovered that attractive compensation is not the only method for the
management to retain talent in the organisation. There are other aspects such as standard of
protocol, application of rules and regulations, the relationship between superiors and
subordinates that need to be covered to make employees feel comfortable staying in the
organisation for a long time. In this study, all three forms of organisational justice, namely
organisational justice, procedural justice, and interactional justice, had a significant and
positive impact on employees' voluntary turnover. It was found that interactional justice had
the strongest impact on the voluntary turnover of employees. Therefore, leaders and
managers can play a vital role in retaining employees. This study showed that it is important
to treat employees with dignity and respect. The employees who feel valued will have a lower
intention to leave an organisation. Thus, the SMEs' management must treat organisational
justice as a vital ingredient to retain talent in SMES'.

5.2 Implications

There were several practical implications of this study. This study provided supervisors, line
managers, and human resource managers in SMEs with additional insights relating to the
impact of organisational justice on employees' turnover intention. The study highlighted the
critical role of interactional justice. The results supported the notion that employees who are
treated with politeness, dignity, and respect by superiors will feel valued and have a lower
intention to leave organisations. Organisations need to have policies and procedures to retain
talented resources to ensure the core competencies remain intact, leading to organisational
success and competitive advantage. The higher-level organisational justice will encourage
employees to stay longer and continue to contribute towards the organisation success.
Organisation leaders need to understand and acknowledge that a healthy organisation needs
to value employees and treat them with dignity and respect. There were also some
contributions from theoretical and academic perspectives. This study also provides new and
useful insights for academicians and researchers undertaking studies relating to organisational
justice and retention of employees. This study highlighted the critical role of interactional
justice. From a theoretical perspective, there are several contributions to this research. This
research further added further knowledge to the existing body of knowledge. The findings are
useful to academicians and future researchers.
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5.3 Limitations and Recommendations for Future Research

This study did have some limitations. To begin, the study only gathered information from
current employees in SMEs. Interviews with workers who are leaving companies can produce
better results and outcomes. In this situation, a qualitative analysis is recommended in order
to collect accurate information from departing employees. It is also proposed that a
mixed-method approach focused on explanatory sequential study design be used. Analysis of
quantitative data accompanied by an analysis of qualitative data would offer a clearer
understanding and interpretation of the results in this mixed-method approach. Another
choice is to review the records from the exit interview with exiting employees. The exit
interview can provide valuable insights into the real problems in the organisation that lead to
turnover of employees.
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