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Abstract

Although many factors affect employees’ affective commitment, its relationship with distributive justice and perceived supervisor
trust is significant. Many studies have investigated the relationship between distributive justice and trust, but there is limited research
on the mediating role of perceived supervisor trust. This study examines the mediating role of perceived supervisor trust in the
relationship between distributive justice and affective commitment. The study’s sample comprises 168 United Arab Emirates (UAE)
government employees. It is a cross-sectional study that uses a standardized questionnaire. The results reveal that distributive justice
is directly related to supervisory and organizational trust, where supervisor trust partially mediates the relationship between
distributive justice and affective commitment. Finally, the findings indicate that trust in the supervisor plays a crucial mediating role
in the relationship between distributive justice and affective commitment, reinforcing the significance of fairness perceptions in
fostering employee commitment.

Keywords: Perceived Distributive Justice, Affective Commitment, Perceived Supervisor Trust, Government Employees, United
Arab Emirates

Introduction

The relationship between perceived distributive justice in organizations and its outcomes,
especially distributive justice’s impact on affective commitment, has recently received
substantial attention from researchers. This study examines how perceived distributive justice
affects affective commitment. It focuses on the moderating role of perceived supervisor trust in
organizations in the United Arab Emirates (UAE) (Pathardikar et al., 2023). Although previous
research has analyzed these variables separately, studies on their interaction, particularly in non-
Western cultural and economic settings, are scarce (Lin & Shin, 2021; Abdullah & Al-Abrrow,
2023).

The UAE’s diverse workforce and unique sociocultural environment provide an excellent
context to investigate how perceived distributive justice and supervisor trust impact
organizational commitment (Cherian et al., 2021). Understanding these dynamics will provide
practical strategies for promoting fair treatment and trust, which are important factors for
enhancing employee retention, performance, and overall organizational effectiveness (Kim &
Beehr, 2020).
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This study contributes to the existing literature by addressing gaps related to justice particulary
in correlating justice perceptions with affective commitment (Malla & Malla, 2023). It
investigates (1) the effect of perceived distributive justice on affective commitment and (2) the
mediating role of perceived supervisor trust in the relationship between distributive justice and
affective commitment (Khaola & Rambe, 2021). The findings connect theoretical insights with
empirical evidence, offering practical recommendations for improving justice-driven practices
and commitment in UAE governmental organizations (AlHammadi & Abu Elanain, 2024).

The primary research question identifies the conditions under which perceived distributive
justice impacts affective commitment via supervisor trust.

The study’s results are expected to provide meaningful implications for managers and
policymakers, illustrating how perceptions of fairness and supervisor trust can foster a
committed workforce, ultimately reducing turnover risks and promoting long-term
organizational success (Zayed et al., 2022).

Literature Review and Theoretical Framework
Theoretical Background

Perceived distributive justice is a construct that explores the fairness of resource allocation and
its relationship with variables such as affective commitment and perceived supervisor trust (Bak,
2020). This concept is grounded in theories such as the norm of reciprocity, equity theory, and
social exchange theory, which emphasize the role of fairness in shaping organizational members’
perceptions and behaviors (Huo et al., 2023). Existing research has extensively examined the
relationship between perceived supervisor trust and affective commitment, emphasizing their
interconnectedness in the workplace (Fischer et al., 2020; Paluri & Mishal, 2020; Ahmad et al.,
2020; Yuan et al., 2022).

The literature highlights that perceived distributive justice significantly influences critical
organizational outcomes, including job satisfaction, organizational citizenship behaviors, and
affective commitment (Aeknarajindawat & Jermsittiparsert, 2020; Shimamura et al., 2021).
These findings highlight justice’s importance in fostering positive employee attitudes and
behaviors. For example, Jang et al. (2021) demonstrated that perceived distributive justice
enhances affective commitment and promotes relationship-oriented organizational behaviors.
Similarly, trust has been identified as a key factor in managing employee behaviors (Islam et al.,
2021). Prior research has examined the relationship between organizational justice, job
satisfaction, and organizational citizenship behaviors, exploring various mediating and
moderating factors (Edezaro, 2022; Yorulmaz et al., 2021). For instance, Edezaro (2022) found
that effective communication played a negative mediating role between justice perceptions and
job-related outcomes, while Yorulmaz et al. (2021) investigated the mediating effect of
organizational identification and the moderating role of emotional intelligence in justice
perceptions. However, the specific role of trust in supervisors as a mediator between distributive
justice and affective commitment remains underexplored, particularly in the UAE government
sector, which this study aims to address). Moreover, trust and justice are recognized as essential
organizational instruments for enhancing employee readiness to engage with their work
(Purnama et al., 2020).

Although numerous studies have contributed to understanding perceived distributive justice, its

role in predicting affective commitment remains underexplored, especially in contexts requiring

clear hypotheses and purposeful relationship constructions (Malla & Malla, 2023).
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Study Variables

Perceived Distributive Justice

Perceived distributive justice denotes employees’ perceptions of fairness in allocating valued
outcomes based on their input and contributions. It is a critical research area in organizational
studies (Rea et al., 2021). Employees’ satisfaction or dissatisfaction with resource allocation
impacts their work practices and overall attitudes (Khumalo, 2022). When employees perceive
that outcomes are distributed equitably, they are likely to reciprocate with positive behaviors
(Davlembayeva et al., 2021). Conversely, perceptions of inequity can lead to dissatisfaction and
decreased motivation (Jahanzeb & Bouckenooghe, 2024).

The equity, fairness heuristic, and organizational justice theories highlight the value of
distributive justice in foreseeing workplace phenomena. The equity theory highlights how
employees evaluate their reward-to-input ratio against referent others (Purwanto, 2020). The
fairness heuristic theory emphasizes the role of fair allocation in enhancing employees’
perceptions of organizational value (Davlembayeva et al.,, 2021). Additionally, the
organizational justice theory outlines fairness and practicality as key criteria for evaluating
justice-related processes (Rehman et al., 2021).

Empirical evidence supports the notion that distributive justice serves as a basis for designing
adequate pay, promotion, and motivation systems, which foster satisfaction and organizational
citizenship behaviors (Saad & Elshaer, 2020). Thus, distributive justice is a cornerstone of
organizational success (Zwiech, 2021).

Affective Commitment

Affective commitment refers to employees’ identification, emotional attachment, and
organizational involvement (Mittal et al., 2022; Liu et al., 2022; Khaskheli et al., 2020). High-
affective commitment employees are more likely to stay in their organization because they feel
valued and recognized. This commitment significantly impacts job performance and
organizational behavior (Alqudah et al., 2022).

Theories of workplace commitment highlight its critical role in organizational effectiveness.
They link affective commitment to reduced turnover intentions and increased organizational
growth (Akpa et al., 2021; Guzeller & Celiker, 2020). Recent research emphasizes the need to
leverage opportunities and address challenges that affect organizational outcomes at individual,
group, and organizational levels (Akinyemi et al., 2022; Serhan et al., 2022; Tetteh et al., 2020).
Affective commitment is associated with positive behaviors such as in-role performance,
contextual performance, organizational citizenship, and reduced withdrawal behaviors (Wang,
2020).

This study focuses on understanding how perceptions of fairness influence affective
commitment, particularly in multiethnic contexts such as the UAE, where over 80% of private-
sector employees are expatriates. This unique setting offers valuable insights into applying

Western organizational models in diverse cultural environments (Khassawneh & Abaker, 2022;
Elessawy, 2020; Antwi-Boateng & Al Jaberi, 2022).
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Perceived Supervisor Trust

Perceived supervisor trust refers to employees’ confidence in their direct supervisors as
organizational representatives (Arif et al., 2020). This trust influences employees’
psychological, emotional, and transactional experiences, especially in performance appraisals,
promotions, and layoffs (Nabawanuka & Ekmekcioglu, 2022).

High levels of supervisor trust enhance employee commitment and foster better workplace
relationships (Silva et al., 2023). Trust also acts as a moderating variable in the relationship
between distributive justice and affective commitment, significantly shaping employee attitudes
and behaviors (Gonzalez-Canovas et al., 2024). Research highlights that supervisor trust
enhances extra efforts, organizational commitment, and overall job performance (Alharbi &
Abuelhassan, 2020; Ababneh, 2020).

In conclusion, perceived supervisor trust plays a crucial role in moderating the relationship
between distributive justice and affective commitment, reinforcing the importance of trust as a
key driver of organizational success (Pathardikar et al., 2023).

Theoretical Framework

This study constructs a structured model to explore the relationships between perceived
distributive justice, same-source perceived supervisor trust, and affective commitment (Zayed
etal., 2022; Lin et al., 2024). It investigates how perceived distributive justice influences same-
source perceived supervisor trust and affective commitment directly and positively.
Additionally, it examines the moderating role of same-source perceived supervisor trust in the
relationship between perceived distributive justice and affective commitment. This theoretical
framework follows a systematic approach—it begins by defining each construct, positions the
relationship between independent and dependent variables, explains the interplay between them
through the lens of supervisor trust, and concludes by justifying the proposed moderator in the
model (Malla & Malla, 2023).

Perceived Distributive Justice

The concept of perceived distributive justice is central to this study, reflecting how fairness in
distributing resources and rewards influences workplace relationships. The justice framework
implies that perceptions of fairness are critical in shaping relational dynamics (Yu, 2022). This
study examines perceived distributive justice as an antecedent, considering its relevance in the
context of the UAE. Unmet expectations and workforce diversity present unique challenges,
such as the following:

. In regions where expectations often remain unfulfilled, unmet expectations contribute
to employee turnover. (Hom et al., 2012; Zhao et al., 2007).

. Workforce diversity necessitates comparability among employees, making perceptions
of distributive fairness crucial. (Colquitt et al., 2013; Cropanzano et al., 2007).

. Perceptions of fairness involve a subjective evaluation process. It further emphasizes
the importance of distributive justice as a predictor of key organizational outcomes (Greenberg,
1990; Cohen-Charash & Spector, 2001).

Therefore, this study hypothesizes that when employees perceive distributive justice—that is, a
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fair allocation of rewards and resources—they are more likely to develop a stronger emotional
attachment to their organization (affective commitment). Additionally, this perception of
fairness is expected to enhance their trust in their direct supervisor, as both concepts are
influenced by the same organizational context. This hypothesis aligns with recent research
findings (Lin et al., 2024; Zayed et al., 2022).

Theoretical Foundations

The conceptual framework is grounded in theoretical perspectives that model the influence of
perceived distributive justice on employee affective commitment (Mahfouz et al., 2022;
Alhefeiti, 2021) in UAE governmental organizations. These perspectives draw on the well-
established social exchange theory (SET) and social identity theory (Seuring et al., 2020).

SET emphasizes mutual investments and reciprocity between social actors, positing that
employees are rational actors who seek to maximize the returns on their investments. SET is
further supported by complementary frameworks, including the power dependence theory, social
learning theory, and social motivational theory (Zhao et al., 2021). These perspectives help
explain how distributive justice fosters emotional attachment and perceptions of fairness in
organizations (Laine & Lindberg, 2020).

The Temporally Sequenced Affective Commitment (AC) Theory, as proposed by Jang et al.
(2021), provides a structured framework for understanding how employees' emotional
attachment to their organization evolves over time. This theory suggests that affective
commitment is not formed instantly but develops sequentially through employees’ experiences
and perceptions of fairness, trust, and workplace interactions.

In the context of organizational justice, particularly distributive justice (DJ), the theory posits
that employees assess fairness in resource allocation before forming deeper emotional ties with
their organization. When employees perceive that rewards, salaries, and benefits are equitably
distributed, their sense of fairness strengthens, leading to a progressive increase in affective
commitment. This aligns with prior research indicating that perceptions of justice serve as
foundational antecedents to commitment, reinforcing employees’ willingness to remain engaged
and dedicated to their organizations (Colquitt et al., 2013; Meyer & Allen, 1997).

Furthermore, the role of trust—specifically supervisor trust—is critical in moderating this
relationship. According to the temporally sequenced AC theory, trust in supervisors serves as an
intermediary step in commitment development. Employees who trust their supervisors are more
likely to perceive justice positively, reinforcing their emotional investment in the organization
(Jang etal., 2021). This perspective aligns with studies emphasizing the importance of leadership
and trust in shaping employee attitudes (Dirks & Ferrin, 2002).

Thus, this study extends the application of Temporally Sequenced AC Theory by empirically
demonstrating that perceived distributive justice is a key predictor of affective commitment and
that this relationship is moderated by perceived supervisor trust. These findings highlight the
dynamic and time-sensitive nature of commitment formation, particularly in the context of UAE
government employees, where hierarchical structures and trust in leadership play pivotal roles
in shaping workplace attitudes.

The study also integrates utilitarian and deontological ethics. They reflect the increasing
relevance of corporate social responsibility in the workplace (Varpio et al., 2020). The self-
determination theory further supports the exploration of attitudinal components and underlying
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mechanisms that influence organizational behavior, particularly in the context of perceived
distributive justice and affective commitment.

Research Hypotheses and Model Evaluation

This study investigates whether perceived distributive justice enhances supervisor trust (instead
of merely influencing organizational affective commitment) and how it interacts with traditional
performance criteria. Gonzélez-Canovas et al. (2024) found that authentic leadership
significantly increases affective commitment through the mediating role of distributive justice,
but interactional justice weakens the effect of distributive justice on affective commitment.
These findings provide a foundation for the present study’s hypothesis and analysis.

By analyzing these constructs within the proposed framework, this study provides valuable
insights into the mechanisms linking perceived justice, trust, and employee commitment,
offering practical implications for fostering fairness and trust in diverse organizational contexts.

Hypotheses Development
Perceived Distributive Justice and Affective Commitment

The covert psychological processes of employees, particularly their perceptions of fairness in
procedures and distributive justice, influence organizational outcomes. A direct and positive
relationship is often observed between perceived procedural justice and affective commitment
(Pathardikar et al., 2023; Febriandika, 2020; Lambert et al., 2020). However, this can only be
strongly proven by testing test how distributive and procedural justices affect employee attitudes,
such as trust and satisfaction, especially in cultures where people tend to avoid uncertainty.

Based on the above information, the present study hypothesizes that perceived distributive
justice exerts a significant and direct positive effect on affective commitment. Moreover, it
promotes employee engagement and satisfaction in organizations (Sun et al., 2022). Thus, the
first hypothesis is proposed as follows:

H1: Perceived distributive justice is positively related to affective commitment.

The proposed conceptual framework will empirically test this hypothesis to determine the
significance of the relationships, following prior research (Casula et al., 2021).

Perceived Distributive Justice and Perceived Supervisor Trust

Perceived distributive justice denotes the fairness of outcomes and resource distribution among
employees, which is a critical factor that influences supervisor trust and shapes workplace
dynamics. Supervisor trust is a key element in fostering positive employee perceptions of their
work environment and relationships with management and colleagues (Le & Nguyen, 2023).

Moreover, trust and justice perceptions are vital in enhancing workplace engagement, improving
interactions, and promoting overall job satisfaction (Bulinska-Stangrecka & Bagienska, 2021;
Nazarian et al., 2021). Therefore, the second hypothesis is proposed as follows:

H2: Perceived distributive justice is positively related to perceived supervisor trust.
Perceived Supervisor Trust and Its Impact on Affective Commitment

Perceived supervisor trust and affective commitment are crucial to understanding employee
engagement in organizations, particularly in a context such as the UAE, where cultural dynamics
and leadership styles significantly influence workplace interactions (Alqudah et al., 2022;
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Alshaabani et al., 2021). Research has explored the influence of leadership and trust on various
organizational outcomes. For instance, Mahmood et al. (2021) examined the impact of
transformational leadership on organizational innovation, highlighting the moderating role of
trust in enhancing innovative practices. While leadership approaches and trust mechanisms are
recognized as influential in shaping workplace dynamics, further investigation is needed to
understand their direct impact on employee motivation and commitment in different
organizational contexts. Thus, the third hypothesis is proposed as follows:

H3: Perceived supervisor trust is positively related to affective commitment.
Perceived Supervisor Trust as a Mediator

To explore workplace dynamics comprehensively, it is essential to examine how perceived
distributive justice influences employees’ emotional attachment to their organization and the
mediation role of supervisor trust in this relationship (Jang et al., 2021). Research highlights
various mechanisms connecting fairness perceptions to employees’ affective commitment. For
example, Bai et al. (2023) examined the role of psychological safety and job burnout in
mediating the effect of servant leadership on affective commitment. While supervisor trust
remains a crucial factor in fostering workplace fairness and commitment, additional research is
necessary to clarify its specific role in this dynamic. Thus, the fourth hypothesis is proposed as
follows:

H4: Perceived supervisor trust mediates the relationship between perceived distributive justice

and affective commitment.
Perceived Supervisor
Trust

o )

H4

H4

Perceived Distributive
H1
Justice

Affective Commitment

Figure 1. The Hypothetical Model
Method
Approach

This study employs a survey-based research design using a cross-sectional dataset, which is
common for exploring causal relationships in contemporary research (Elamin, 2024; Wynen et
al., 2020). Guided by a positivist paradigm, the study focuses on understanding the relationships
between distributive justice and affective commitment, particularly emphasizing the mediating
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role of supervisor trust.

Participants

The study utilized a cross-sectional design to examine the causality among the research variables
in a sample of government employees. In the Middle East, gathering data are frequently
challenging and plagued with methodological restrictions (Elamin & Tlaiss, 2015). To address
these challenges, a convenience sampling method was employed. The survey was distributed to
full-time employees working across various government sectors in the UAE, including federal
and emirate-level entities. These employees engage in a diverse range of roles, such as
professionals, administrators, and support staff in sectors such as municipalities, education,
healthcare, infrastructure, finance, security, transportation, and public services. The
guestionnaire was administered via an online platform, and the data were collected in January
2025. Participation was entirely voluntary. Before filling out the survey, each respondent
provided written, informed consent. We received 184 responses out of the 300 questionnaires
distributed, with a 61.3% response rate. We excluded incomplete and inconsistent responses,
and 168 surveys were deemed valid for data analysis. The final sample is large enough to
statistically analyze data, test the hypotheses, and provide robust conclusions. The findings
provide valuable insights into the relationships between the variables in the context of
government employees in the UAE.

Measurements

The questionnaire employed in this study comprised 21 items adapted from established research.
We divided the questionnaire into four sections—demographic information, distributive justice
(DJ), supervisor trust (ST), and affective commitment (AC). In this framework, DJ is the
independent variable; AC is the dependent variable; and ST acts as the mediator.

We utilized the five-item scale developed by Niehoff and Moorman (1993) to assess DJ (e.g.,
“My work schedule is fair””), with Cronbach’s alpha (reliability estimate) of 0.874.

We utilized the six-item measurement scale developed by Podsakoff et al. (1990) to assess ST,
which evaluates employees’ trust in their immediate supervisor (e.g., ““I feel quite confident that
my leader will always try to treat me fairly”), with Cronbach’s alpha of 0.901.

We evaluated AC using the revised six-item AC scale of Meyer and Allen (1997), which
measures employees’ emotional attachment and their organizational sense of belonging (e.g., “I
feel a strong sense of belonging to my organization”), with Cronbach’s alpha of 0.936.

All responses were recorded on a five-point Likert scale, where one indicates “strongly disagree”
and five indicates “strongly agree.”

Reliability and Validity of the Survey Instrument

Reliability refers to the consistency of a variable or set of variables in measuring what it is
intended to measure (Hair et al., 2010). It assesses whether a questionnaire, scale, or item
consistently yields the same results when administered repeatedly to the same individuals,
thereby indicating the ability to reimplement the study. Various methods are used to measure
reliability, including equivalent forms, test-retest, split-halves, and internal consistency
approaches. Internal consistency has the highest reliability that requires a single application
(Sureshchandar et al., 2001). Thus, this study employed internal consistency as its reliability
measure, using Cronbach’s alpha as the metric. It calculates average correlation coefficients
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between items (Nunnally, 1978). The study’s constructs resulted in good to excellent internal
consistency, with values exceeding 0.85 for all three constructs (Hair et al., 2010).

Exploratory factor analysis (EFA) was conducted to further validate the constructs and
determine the variables’ underlying structure (Hair et al., 2010). Factorial validity, a subset of
construct validity, was assessed through factor analysis (Allen & Yen, 1979). This was
particularly important given the limited prior application and validation of these measures in the
UAE context. Although a few studies, such as those by Ibrahim and Perez (2014), Al Afari and
Abu Elanain (2014), and AlHammadi and Abu Elanain (2024), have used Niehoff and
Moorman’s (1993) DJ scale and Meyer and Allen’s (1997) reviewed AC scale (as applied by
Ibrahim and Aljneibi, 2022), they did not conduct factor analysis for these measures in the UAE.
Furthermore, to the best of our knowledge, the six-item scale for assessing ST developed by
Podsakoff et al. (1990) has not been utilized in the UAE. Thus, conducting EFA was essential
to ensure the robustness and appropriateness of these constructs in the UAE’s unique
sociocultural and organizational context, ultimately enhancing the findings’ validity. To
examine the structure of the scales, a principal component analysis with Varimax rotation was
applied, measuring DJ, ST, and AC. Based on the recommendations by Hair et al (2010), 0.40
was used as a cut-off for factor loadings for the given number of items and sample size. The
analysis extracted a three-factor solution that explained 72.03% of the total variance (Table 1).
All item loadings for each factor in the pattern matrix exceeded 0.636. Factor one (AC) has a
9.401 eigenvalue and explains 27.6% of the variance, with 0.764-0.841 factor loadings. Factor
two (ST) has a 1.537 eigenvalue and explains 22.4% of the variance, with 0.669-0.744 factor
loadings. Factor three (DJ) has a 1.307 eigenvalue and explains 22.0% of the variance, with
0.636-0.803 factor loadings. The sample adequacy for factor analysis was confirmed through
the Kaiser—Meyer—Olkin measure, which yielded a superb value of 0.912. Values close to 1
indicate compact patterns of correlations, supporting reliable and distinct factors (Kaiser, 1974).
Moreover, Bartlett’s test of sphericity was used to evaluate the multivariate normality of the data
and factor analysis suitability. The test results were highly significant (Chi-square = 2326.022,
df = 136, p < 0.001). This indicates that the data were suitable for factor analysis and that the
correlation matrix was not an identity matrix. These findings strongly support the validity and
reliability of the constructs used in this study.

Item No. Factor 1 Factor 2 Factor 3
AC ST DJ

AC1 0.764

AC2 0.809

AC3 0.765

AC4 0.841

ACS 0.796

AC6 0.765

TS1 0.669

TS2 0.702

TS3 0.744

TS4 0.721

TS5 0.711

TS6 0.741

DJ1 0.803
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DJ2 0.739
DJ3 0.722
DJ4 0.636
DJ5 0.720
Eigenvalue 9.401 1.537 1.307
Percentage of the variance | 27.608 22.395 22.029
Cumulative percentage of | 27.608 50.002 72.032
the variance

Table 1. EFA of the Constructs
Source: Field Survey (2025). Note: Loadings >0.40.
Procedures

This study employed a rigorous methodological approach to ensure the reliability and validity
of its findings. To adapt the questionnaire for Arabic-speaking participants, back-translation was
necessary. The survey was first translated from English to Arabic and then independently back-
translated into English. The translations were reviewed by two management professors to
confirm their accuracy and consistency with the original content. The data analysis began with
descriptive statistics, including frequencies, means, and standard deviations, to summarize
demographic information and provide an initial understanding of the variables. Then,
hierarchical regression analysis was utilized for hypotheses testing, examining whether the
predictor variable influenced the dependent variable significantly while controlling for other
factors. Mediation analysis investigated the role of ST. IBM SPSS software was used in the
statistical analyses because of its reliability, flexibility, and ease of use in quantitative research.
This comprehensive approach ensured a thorough and valid examination of the relationships
among the variables.

Results
Sample Description

The collected data were analyzed by using SPSS version 29.0. As presented in Table 2, the
demographic profile of the sample provides insights into the participants’ gender, education
level, age distribution, and organizational tenure. The majority of the respondents are females
(58.3%), with males comprising 41.7%. This indicates a slightly higher representation of
women. Most participants are educated and hold a bachelor’s degree (55.4%), indicating a
relatively educated sample, while smaller proportions have a high school education or less
(25.0%), a diploma (14.9%), or graduate-level qualifications (4.8%). In terms of tenure, a
significant portion (33.9%) has been with their organizations for three years or less, followed by
4-5 years (25.6%) and 6-10 years (21.4%), with only a small percentage having more than 15
years (4.8%) of tenure. The age distribution leans heavily toward younger individuals, with
61.9% aged 30 years or less and only 4.2% older than 40 years. Overall, the sample
predominantly comprises young, female, early-career professionals with a bachelor’s education.
This demographic profile implies that the findings may be particularly reflective of early-career
professionals with a higher level of education.

posthumanism.co.uk
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Frequency
Variables Total (n = 168) Percentage
Gender
Male 70 41.7
Female 98 58.3
Level of Education
High School or less 42 25.0
Diploma 25 14.9
Bachelor’s Degree 93 55.4
Graduate (Masters/Ph.D.) 08 04.8
Organizational Tenure
3 years and less 57 33.9
4-5 years 43 25.6
6-10 years 36 21.4
11-15 years 24 14.3
More than 15 years 08 04.8
Age
25 years and less 57 33.9
26-30 years 47 28.0
31-35 years 35 20.8
3640 years 22 13.1
More than 40 years 07 04.2

Table 2. Demographics of the Respondents
Descriptive Results

A descriptive analysis was conducted to achieve the study’s objective of examining DJ, ST, and
AC among UAE government employees. Table 3 presents a summary of the statistics.

The results indicate that government employees in the UAE exhibit positive perceptions across
key organizational dimensions. DJ, which reflects fairness in resource allocation and decision-
making, received a strong overall mean rating (3.63). ST, an essential factor for effective
leadership and workplace harmony, was perceived at a moderately high level, with a mean of
3.74. Furthermore, employees demonstrated a notable degree of AC, highlighting their
emotional attachment, sense of belonging, and loyalty to their organizations, with a mean of
3.81. These results collectively reveal a robust organizational environment in UAE government
sectors, characterized by fairness, trust, and commitment.

Variables M SD 1 2 3
Distributive justice 3.63 0.94 (0.874)

Supervisor trust 3.74 0.88 0.662** (0. 901)

Affective commitment 3.81 0.98 0.664** 0.656** (0.936)
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[ Notes: *p < 0.05; **p < 0.01; ***p < 0.001. |

Table 3. Means, Standard Deviation, And Intercorrelations Among the Variables
Source: Field Survey (2025)

The Pearson correlation test revealed positive significant relationships among the variables at
the 0.01 level, underscoring the robustness of the findings and providing initial support for H1-
H3. As illustrated in Table 3, DJ has a strong positive correlation with AC (r = 0.664, p < 0.01),
supporting H1. Similarly, DJ and ST have a significant positive correlation (r = 0.662, p < 0.01),
supporting H2. Furthermore, ST has a notable positive relationship with AC (r = 0.656, p <
0.001), providing strong support for H3. These findings highlight the critical role of DJ and trust
in fostering employees’ emotional attachment and commitment to their organizations. The
significant correlations underscore the interconnectedness of fairness, trust, and AC in shaping
positive organizational outcomes, particularly in the context of UAE government sectors.

Hypotheses Testing

A hierarchical regression analysis was performed in two stages to examine the relationship
between DJ and AC (H1). In the first stage, demographic control variables, including gender,
level of education, organizational tenure, and age, were included in the model. In the second
stage, the DJ variable was included. Table 4 summarizes the results of this analysis. The findings
indicate that DJ is a significant predictor of AC. Specifically, organizational justice explained
an average of 44.1% of the variance in AC. The analysis demonstrated a significant impact of
DJon AC (B=0.667, p <0.001). Additionally, the introduction of DJ in the second stage led to
a substantial increase in R2 by 0.442 (F (5,162) = 27.332, p < 0.001). Accordingly, H1 is strongly
supported, confirming a positive and significant linear relationship between DJ and AC.

Criterion variables

Affective commitment
Predictors AR? B
Step 1: Controls 0.016
Gender 0.061
Level of education 0.090
Organizational tenure 0.067
Age —0.020
Step 2: 0.442%***
Distributive justice 0.667***
N 168
Adjusted R? 0.441
Equation F-value 27.332%**
Notes: B denotes standardized beta. *p < 0.05; **p <0.01; ***p <0.001.

Table 4. Results of Hierarchical Regression Test of the Relationship Between Distributive Justice and
Affective Commitment

Source: Field Survey (2025)

A hierarchical regression analysis was conducted in two stages to investigate the correlation
between distributive and ST (H2). In the first stage, demographic control variables, including
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gender, level of education, organizational tenure, and age, were included in the model. In the
second stage, the DJ variable was included. Table 5 presents the results of this analysis. It is
confirmed that DJ is a significant predictor of ST. Specifically, DJ accounted for 42.7% of the
variance in ST. The analysis demonstrated a significant and strong effect of DJ on ST ( = 0.659,
p < 0.001). Additionally, the introduction of DJ in the second stage caused a substantial increase
in R2 by 0.430 (F(5,162) = 25.910, p < 0.001). The results robustly support H2, validating the
positive and significant linear relationship between the variables.

Criterion variables

Supervisor trust
Predictors AR? B
Step 1: Controls 0.014
Gender 0.056
Level of education —0.029
Organizational tenure 0.036
Age 0.022
Step 2: 0.430%***
Distributive justice 0.659%***
N 168
Adjusted R? 0.427
Equation F-value 25.910%**
Notes: B denotes standardized beta. *p < 0.05; **p < 0.01; ***p < 0.001.

Table 5. Results of Hierarchical Regression Test of the Relationship Between Distributive Justice and
ST

Notes: B denotes standardized beta. *p < 0.05; **p < 0.01; ***p < 0.001.
Source: Field Survey (2025)

A hierarchical regression analysis was performed in two stages to examine the relationship
between ST and AC (H3). In the first stage, demographic control variables, including gender,
level of education, organizational tenure, and age, were included in the model. In the second
stage, the trust-in-supervisor variable was introduced. The results of this analysis are presented
in Table 6. The findings indicate that ST significantly predicts AC. As presented in Table 6, ST
explained 42.5% of the variance in AC. The analysis revealed a strong and significant effect of
ST on AC (B = 0.658, p <0.001). Additionally, the introduction of ST in the second stage led to
a substantial increase in R2by 0.426 (F (5,162) = 25.673, p < 0.001). These results provide strong
evidence in support of H3, confirming the positive and significant linear relationship between
ST and AC.

Criterion variables

Affective commitment
Predictors AR? B
Step 1: Controls 0.016
Gender 0.020
Level of education 0.096
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Organizational tenure 0.037
Age -0.012
Step 2: 0.426***

Supervisor trust 0.658%**
N 168

Adjusted R? 0.425

Equation F-value 25.673%**

Notes: B denotes standardized beta. *p < 0.05; **p < 0.01; ***p < 0.001.

Table 6. Results of the Hierarchical Regression Test of the Relationship Between ST and Affective
Commitment

Notes: B denotes standardized beta. *p < 0.05; **p < 0.01; ***p < 0.001.
Source: Field Survey (2025)

Baron and Kenny’s (1986) four-step mediation framework is used to assess the mediating effect
of ST on the relationship between DJ and AC (H4). Table 7 presents a summary of the results.
In the first stage, DJ was found to significantly and positively predict AC (B = 0. 664, p<0.001).
The second stage demonstrated that the relationship between DJ and ST is strong and positive
(B =0.662, p < 0.001). In the third stage, when ST was added to the model, it indicated a
significant impact on AC ( = 0.386, p <0.001). However, the B coefficient for the relationship
between DJ and AC decreased significantly, although it remained significant (B = 0.408, p <
0.001). These findings indicate that ST partially mediates the relationship between DJ and AC.
The Sobel test (1982) was conducted to further validate this mediation. The Sobel test statistic
was calculated at 4.89, exceeding the critical value of 1.96 for a 95% confidence level. This
confirms that ST significantly mediates the relationship between DJ and AC (z = 4.89, p <
0.001), These results provide strong evidence in support of the fourth hypothesis (H4).

Criterion variable

Supervisor trust Affective commitment
Predictor B B
Step 1:
Distributive justice 0.662%*** 0.664***
Adjusted R? 0.434 0.437
Step 2:
Distributive justice 0.408***
Supervisor trust 0.386%**
Adjusted R? 0.519
AR? 0.094
F for AR? (Stages 1 and 2) 32.484***

Table 7. Results of the Hierarchical Regression Test of the Mediating Effect of ST In the
Relationship Between Distributive Justice and Affective Commitment

Source: Field Survey (2025). Notes. § denotes standardized beta. ***p < (0.001

posthumanism.co.uk



3884 Influence of Perceived Distributive Justice on Affective
Discussion: The Role of ST in the Affective Commitment-DJ Relationship

This study contributes to the growing body of literature on organizational behavior and human
resource management by examining the relationship between perceived DJ and AC while
exploring the moderating role of perceived ST in the UAE. Our findings highlight supervisors’
critical role in shaping employees’ perceptions of justice and commitment within public sector
organizations.

Consistent with the temporally sequenced AC theory (Jang et al., 2021), our results confirm the
direct influence of perceived DJ on AC, emphasizing that employees’ sense of fairness in
resource distribution significantly impacts their emotional commitment to an organization. This
finding supports prior evidence that DJ is a key antecedent to AC to an organization (Chernyak-
Hai et al., 2024; Aggarwal et al., 2022).

Additionally, perceived ST emerged as a significant channel mediating this relationship, echoing
the findings of Pathardikar et al. (2023) and Lambert et al. (2020). The study emphasizes the
critical role of trust in strengthening commitment outcomes. However, unlike some prior studies,
our findings do not support the moderating effect of trust in the supervisor. Instead, the results
confirm H4, indicating that ST significantly mediates the relationship between DJ and AC. This
suggests that employees' perceptions of fairness in resource distribution enhance their trust in
supervisors, which, in turn, strengthens their emotional commitment to the organization. This
aligns with studies conducted in the UAE by Abudaqa et al. (2021) and Alriyami et al. (2024),
where ST stems from their dual role as in-group members and power-wielding figures
responsible for equitable resource distribution.

The results underscore the importance of fostering environments where supervisors cultivate
trust and uphold fairness in resource distribution, as these factors directly influence affective
commitment. This insight supports earlier works by Li (2020) and Ahmad et al. (2022), which
highlighted the dual role of supervisors as enforcers of distributive justice and facilitators of
psychological contract fulfillment.

Moreover, our findings expand on previous studies (Mumtaz & Nadeem, 2024; Mehmood et al.,
2021) by illustrating how perceived injustices, particularly in resource distribution, can erode
ST and negatively impact AC. This finding reflects the fragile nature of the psychological
contract in the UAE, where supervisors are expected to balance organizational demands with
employees’ expectations of fair treatment.

Implications for Theory

This study contributes to the expanding literature on distributive justice by providing empirical
findings specific to the UAE context, highlighting the role of ST as a mediating factor in shaping
affective commitment.

By introducing an expanded model, the results enhance our understanding of justice-related
phenomena and offer organizations critical insights into effectively managing employee
behavior (Le & Nguyen, 2023). The study responds to calls for integrating emotional reaction
models within the justice theory, providing empirical evidence that reinforces the validity of
these theories while highlighting areas for refinement (Javaid, 2024).

Furthermore, this study advances the theoretical assessment of distributive, procedural, and
interactional justices by addressing the underexplored emotional reaction component. The
results emphasize the importance of empirically testing these theoretical frameworks to enrich
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their applicability (Javaid, 2024). The findings underscore that employees’ perceptions of
betrayal by their supervisors play a vital role in framing justice as an essential element in
decision-making, resource allocation, and organizational behavior.

Interactions between employees and supervisors require deeper conceptual development and
empirical validation (Le & Nguyen, 2023). This study affirms that the lack of empirical inquiry,
rather than theoretical gaps, necessitates further attention to supervisor—subordinate dynamics.
The findings also contribute to the growing discourse on ST and relational theories, particularly
in the domain of AC and attitudes of trust (Budhwar et al., 2023).

Overall, this study offers significant theoretical contributions, including the potential for refining
existing justice models and frameworks. Challenging existing paradigms and expanding the
boundaries of practical and theoretical understanding provides a robust foundation for further
theoretical advancements (Le & Nguyen, 2023).

Implications for Practice

Organizations must consider employees’ perceptions of fairness in administrative decisions, as
these perceptions strongly influence organizational commitment. Further, human resource
professionals are encouraged to adopt management practices grounded in scientific principles to
foster employee fulfillment, engagement, and productivity (Changaranchola & Samantara,
2024).

Moreover, managers and policymakers should consider these findings when designing
interventions to enhance organizational commitment. Training programs aimed at improving
supervisors’ awareness and implementation of procedural and informational justice can have
far-reaching effects on employee satisfaction and their willingness to go beyond contractual
obligations (Kyei-Frimpong et al., 2024). By cultivating trust-based supervisor—subordinate
relationships, organizations in the UAE can mitigate the adverse effects of perceived injustice
and strengthen employees’ AC to their organization.

The key practical implications include the following:

1. DJ and Supervisory Support: The interplay between DJ and supervisory support
significantly enhances employees’ AC. Therefore, management should foster supervisory trust
to strengthen this relationship.

2. Enhanced Procedural Control: Organizations should prioritize giving employees greater
control over procedural decisions to mitigate perceived biases and improve procedural
efficiency. For instance, implementing performance-based incentives can align employee
perceptions with organizational objectives.

3. Trust as a Cultural Pillar: Cultivating an environment of trust is essential. Organizations
should establish legal and structural mechanisms to ensure unbiased and fair supervisory
practices, particularly in a low DJ environment.

4. Localized Justice Sensitivity: Organizations should adapt their policies to balance
bureaucratic processes with employee trust-building initiatives in regions with high
decentralization.

5. Micro-Level Dynamics: The relationship between trust and justice extends to micro-
level organizational interactions. Therefore, managers should foster fairness in coworker
relationships to support a collaborative organizational environment.
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6. Cross-Cultural Insights: Econometric analysis should consider the individualistic impact
of trust across cultural contexts to develop universally applicable frameworks (Khaola & Rambe,
2021).

Conclusion and Future Research Directions

This study confirms that perceived DJ and AC are positively related and demonstrates that ST
moderates this relationship. Specifically, perceived distributive justice has a stronger positive
effect on AC when ST is high (Abuelhassan & Alharbi, 2020; AlMazrouei & Zacca, 2021).
These findings highlight the critical role of supervisory behavior in directing employee
perceptions and their subsequent organizational commitment.

The study contributes to the distributive justice literature by emphasizing the importance of trust
as a moderating factor and shedding light on its micro-level implications. Trustworthy
supervisors who are perceived as effective and honest play a vital role in enhancing employees’
AC (Goswami et al., 2020). Organizations can use these findings to develop strategies to foster
trust and fairness, ultimately enhancing employee commitment and organizational effectiveness.

Future research should replicate this study in other national and organizational contexts to
validate the findings. Expanding the investigation to include other justice dimensions—
procedural and interactional—alongside AC, is more likely to enhance our understanding of
these relationships. Longitudinal studies can further explore the temporal dynamics of ST as a
moderator, offering deeper insights into its evolving impact on organizational behavior (Allozi
etal., 2022).

In conclusion, organizations must recognize the profound impact of supervisors’ personality
traits, voice behaviors, and interpersonal dynamics on employees’ organizational commitment.
Future research should empirically explore these relationships in different organizational
contexts, especially in industries such as banking, to provide further insights into commitment-
building strategies (Lee et al., 2022).

By addressing these avenues, researchers can contribute to the development of more robust
theoretical frameworks and practical interventions that enhance trust, fairness, and employee
commitment across diverse organizational settings.
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