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ABSTRACT 

The purpose of this study is to examine, in an unstable working environment or 

context, the relationship between job commitment, individual disposition, and 

perceptions of procedural fairness among the faculty and staff population at Austin Peay 

State University. The hypotheses were that: 1. Individual dispositions (high self-esteem, 

internal locus of control, and emotional stability) and perceptions of procedural fairness 

will be positively ~elated to organizational commitment 2. Individual dispositions will 

moderate the relationship between perceived fairness and organizational commitment. 

In this study, individual dispositions and perceptions of procedural fairness were 

not significantly related to organizational commitment as suggested in the first 

hypothesis. However, individuals' perceptions of procedural fairness are thought to be 

related to organizational commitment such that individuals who perceive the university's 

crisis strategies as fair will be more committed to the university. Additionally, for the 

second hypothesis, support for the relationship between procedural fairness and 

organizational commitment was stronger for individuals low in emotional stability than 

individuals high in emotional stability, r = .47, p < .05. 
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CHAPTER I 

INTRODUCTION 

Tornadoes do not generally strike in most downtown areas. One January Morning 

in 1999 around 4:00 AM part of Clarksville Tennessee (population 85,000) abruptly 

awoke to the powerful sounds of a fierce thunderstorm which was the immediate 

precursor of a tornado. Most suburban residents of the town were hardly disturbed in 

their sleep by the tornado wake, which ravaged the downtown district. Others such as 

students residing in downtown dormitories at the Austin Peay State University have quite 

another story to tell. Students recounted awakening to sounds of their dorm fire alarms 

blaring and people scurrying to get down to the basement, followed by the sounds of 

debris smacking into the sides of the buildings. The destruction was complete in a matter 

of seconds. One graduate student was unable to remember if he was in the basement or 

still running down the stairs when the tornado hit. 

The community credited the timing of the tornado in the early morning hour as 

the reason that no one was killed in the face of so much property destruction. The 

tornado received an official rating of F-3 to F-4 on a severity scale of F-0 to F-6 (F-6 

being the most severe). In all, many large historical buildings were destroyed such as the 

courthouse and many of the university buildings were severely damaged. The governor 

declared the area a State Disaster area. 

The emergency services and volunteers moved in to help, offering shelter to the 

students who were evacuated from their dormitories. The Volunteer State lived up to its 

name when citizens put aside their own personal business to help. Almost immediately 

after the storm, power on campus was cautiously restored, and hundreds of helpers, 



facultv. staff and students began to clear away debri·s c.ro th h 
., 11 m e campus to commence t e 

rebuilding process. Following the clean up and damage assessment the University 

president slated the campus to be re-opened the following week. 

Despite initial cleanup efforts the tornado-ravaged campus carried the permanent 

physical scars of a war zone. With its predominant Georgian architecture, Austin Peay's 

200-acre campus is admired for its Jeffersonial style but it now looks more like ground 

zero for an outdoor civil war drama. Major campus buildings lay vacant due to structural 

damage. Many greatly admired trees that had once shaded many students and teachers 

passing by had been blown over as if a giant bulldozer had gone through; mighty tree 

trunks had been snapped off a few feet from the roots. The boarded up buildings and 

empty horizon of trees that once filled the sky on the campus oval constantly reminds 

students of the traumatic events that changed their daily routine. 

These events also illustrate how traumatic events not only affected ·the students 

but also the campus administration, which was called upon to respond to their occurrence 

(e.g. , President, staff, employees, and faculty). The university psychology department 

along with many of its faculty offices in the Clement building were destroyed. Many 

psychology professors were left with no teaching material or means to continue their 

work. The computer services staff was tied down for two solid weeks relocating or 

rebuilding the campus computer networks, telephone networks and labs. For University 

President Sal Rinella and his administration the key logistical task that would get the 
' 

campus back on it's feet again was locating or repairing classrooms for all the courses at 

their regularly scheduled times. Nearly all the students experienced having their classes 

rescheduled to a new location. 



With respect to the magnitude of campus damage ·t · · fi d h l , 1 1s unique to m sue a arge 

bureaucratic organization back on its feet again within a week. The administration was 

fo rced to stand up to the occasion and delegate crisis responsibilities and plans of action 

in a much more flexible non-bureaucratic fashion. In essence, the organizational goal of 

getting back to normalcy and putting the campus back online required the administration 

to adopt new responsibilities or possible levels of power. Traditional approval or 

communication networks that are linked between the faculty, staff, and administration 

were either expedited or bypassed all together. For example, the majority of the faculty 

and students came about disaster information at the same time. The faculty, staff and 

employees provided little input, if any, as a check and balance of what deadlines or 

decisions were approved. 

With the newly acquired responsibilities of the administration that affected the 

entire campus, it could be argued that certain individuals could perceive the procedures 

used by them as being unfair. The administration may have run the risk of only soliciting 

more frustration and distrust by voicing and not tying in some of the faculty's, staff and 

students ' opinions to the procedural strategies. Allowing the opportunity to express ones 

opinions may only raise one's expectations about the prospects of influencing the 

procedures used (Folger & Greenburg, 1985). Normally, typical procedures are in place, 

which allow for a more democratic process. In this context the feedback process between 

the administration and its employees would not have the same influence on the outcome 

of the administration's decisions. 

Th d · · · , edural strategies may also affect certain individuals' e a mm1strat1on s proc 

· · ·t R ardless of the definition of perceptions of commitment to the umvers1 Y· eg 



commitment, committed employees are more likely to stay in the organization than 

uncommitted employees (Meyer, 1997). Mansour-Cole and Scott (1998) report that 

affective commitment is significantly related to procedural fairness. These findings 

suggest that employees ' commitment to the organization may be influenced by their 

perceptions of how fairly they were treated by the organization. Additional claim for this 

evidence will be provided in the literature review. 

In sum, then, would·certain types of individuals among faculty and staff 

populations at Austin Peay State University perceive those administrative procedures as 

being fairer than others? Would individual dispositions (i.e. , emotional stability, locus of 

control and self-esteem) have a direct and moderating effect on their perceptions of 

procedural fairness and organizational commitment? These questions and their central 

elements are the focus of this paper. The lack of research in the organizational 

psychology literature regarding the effects of natural disasters on organizations makes the 

questions even more important. 



CHAPTER II 

REVIEW OF THE LITERATURE 

What effects do natural disasters have on organizations and their members? 1/0 

psychologists have relatively little input on dealing with th · t f · · 1 e 1mpac o an orgamzat10na 

cns1s. Even within the context of 1/0 psychology, no attention has been given to 

organizational response strategies in research on organizational commitment and 

procedural faimes~. Work-related psychological trauma and organizational crisis 

response strategies have been seen as falling more within the responsibility of clinical or 

counseling psychologists. However, as the volume of research in this area has grown, it 

has become increasingly apparent that the incidence and magnitude of work-trauma 

impact and the speed of recovery are significantly influenced by the organizational 

environment (Doepal, 1991; Powell, 1991; Comfort, 1990). 

Although often investigated in terms of immediate involvement, victimization can 

spread out from the point of impact, affecting others as a result of having some physical, 

social, or psychological association with the event and it's location (Doepal, 1991). The 

overall impact can produce a "ripple effect" on the overall population who may not have 

been directly exposed to the trauma (Burnett, Ironson, Benight, & Wynings, 1997). By 

listening to the traumatic recollections of primary victims, close work colleagues could 

experience secondary traumatisation (Powell, 1991 ). Additionally, in times of extreme 

stress strong social ties may be more burdensome than supportive (Solomon, 1987). 

The effectiveness of the crisis response is influenced by certain organizational 

characteristics and by the flexibility of the prevailing organizational bureaucracy (Paton, 

1997). Research on the stresses associated with organizational downsizing raises the 



possibility that change at the organizational level may be a · rt f n 1mpo ant generator o 

stressors (Kahn & Byosiere, 1992) Similarly manageri·a1 att't d t t ·1· · , 1 u es o s ress, prevai mg 

levels of social support, and the psychological characteristics of the work environment 

can influence the intensity and duration of impact on the rate of recovery (Dopeal, 1991 ; 

Kaniasty, K. Z. , Norris, F. H. , & Murrell, S. A. , Paton, 1997). Further, the procedures 

which are a part of the routine operational management may interfere with the crisis 

response (Powell , 1991 ). When faced with catastrophic events, organizations are often 

advised to adopt radical changes. However, evidence suggests threatened organizations 

tend to do exactly the reverse: they are rigid and detached, relying on existing strategies, 

routines and procedures to pull them through the problems once they pass (Powell, 1991). 

Based on a review of the organizational crisis literature, it appeared that in the 

university ' s situation a variety of factors could affect the faculty, staff and students' 

attitudes towards the organization. Additionally, in the organizational literature, there 

are many themes that identify individual differences and procedural fairness as the source 

for shaping ones' attitude toward the organization. Further, the individual difference 

factor represents a critical line of inquiry for investigating the relationship between 

organizational commitment and procedural fairness. Subsequently, this study will first 

review the parallels between organizational commitment and perceived fairness in the 

organizational literature. Secondly, this study will review the individual dispositions 

(i.e. , self-esteem, locus of control and emotional stability) and their relationship with 

organizational commitment. 



Organizational Commitment 

One way of investigating an o · · 1 · · · rgamzationa cns1s response 1s to assess the 

organizational commitment and perceived fairness of th b · · 1 e response y orgamzat10na 

members. Organizational commitment h · d · · as receive more attention by researchers m the 

field of organizational psychology than perhaps any other 1/0 related construct. There is 

also a great deal of research exploring the effects of layoffs on the work behaviors and 

attitudes of those who remain with the organization: the survivors. Further, the 

organizational downsizing literature provides insight on how Austin Peay's 

organizational crisis could affect the commitment of its members. 

Unfortunately, it seems that many organizations do not fully understand the 

impact organizational change (i.e. downsizing) has on the commitment, motivation or 

performance of their employees. This is partly due to the fact that downsizing 

organizations have a hard time keeping their most valued employees (Martin, Parson & 

Bennet, 1995). Furthermore, during organizational downsizing or change employees' 

perceptions of their job quality may change, even when the job itself may not change. For 

example, survivors may need too justify their continued involvement with the downsizing 

organization, which are typically resource poor (i.e. , offering little in the way of support, 

pay, training and development) (Brockner, Weisenfeld, Reed, Grover, & Martin, 1993). 

Brockners et al's (1993) suggests that one way downsizing survivors justify their 

continued involvement is by perceiving greater intrinsic appeal in the job. 

Many of the contextual changes brought on by organizational downsizing, can 

be expected to have an influence on organizational commitment (Meyer, 1997)

Similarly, the contextual changes brought on by the natural disaster, could also bring 



about change in faculty , staff and student level · . . 
commitment. For example, 1t 1s 

reasonable to expect that some students might wa t t d • 
n o rop some of their classes or 

' 
transfer to other institutions and not finish out the s h 1 b c oo year ecause at other 

universities they wouldn't have to face these kinds of di·s t 1 t d d" · as er re a e 1srupt10ns. 

Another common thread that is running through this research is the importance of 

procedural justice and organizational change. Organizational survivors have been shown 

to have higher levels of commitment when they felt that downsizing was unavoidable or 

was implemented fairly (Martin, Parsons & Bennet, 1995; Bennet, Martin, Bies & 

Brockner, 1995). Among the factors found to influence perceptions of justice were the 

level of support provided to the victims, the fairness of the decision-making in the past 

and the adequacy of explanation provided (Meyer, 1997). 

Organizational Fairness 

Organizational fairness researchers primarily focus on two main issues: 

distributive and procedural justice. Distributive justice refers to the way individuals base 

their evaluations of fairness on some relative standard or outcome. For example, some 

individuals may evaluate the fairness of their own pay by comparing it to the pay 

believed to be received by someone else. Procedural justice or fairness simply refers to 

an individual's response to the means or allocation procedures used by the organization 

to distribute these standards or outcomes (Cropanzano & Greenberg, 1997). As such, 

procedural fairness may be used as a basis by whi_ch people establish larger relationships 

with their employers, enhancing their commitment to the organization (Meyer, 1997). 

Individuals use their experience with fair and unfair allocation procedures as information 

that reflects on the organization as a whole (Cropanzano & Greenberg, 1997)-



Other factors that interacted with percept· f .c: • • 
ions o 1airness and contributed to 

commitment, as argued by Meyer ( 1997) were feel· f · b · · 
mgs o JO security, perceptions of the 

intrinsic quality of jobs following the layoff and pre layoff ·
1 1 

· I , - comm1 ment. nterestmg y, 

those with the most prior commitment to the job were the ones most adversely affected 

by perceived injustice in the downsizing process. These findings suggest that employees' 

commitment to the organization may be somewhat shaped by their perceptions of how 

fairly they were treated by the organization. Similarly, individual perceptions of fairness 

could also influence the intensity and duration of an organizational crisis and the rate of 

recovery. A week after the tornado at Austin Peay the majority of the faculty and 

students came about disaster information at the same time. 

Day to day operations were much better for faculty and staff members whose 

offices were unaffected by the tornado. However, for those who lost a great deal of their 

office resources, simple tasks such as locating student records and teaching materials 

became logistical nightmares. In this context those who faced the most change may have 

also been exposed to the greatest risk of unfair treatment. For example, all employees 

were expected to start back to work at the same time and perform in the same manor 

regardless of whether or not the quality of their work environment had changed. 

Numerous factors could have influenced the faculty and staffs' perceptions of 

how their jobs' quality changed relative to the time before the tornado. Some found 

themselves taking on more and different responsibilities, thereby heightening the 

perceived interest in their work at the university. For example, some employees 

· · · · f fi d. ources and office space for others that voluntanly took on the respons1b1hty o m mg res 

d Others may have perceived that the suffered great losses as a result of the toma o. 



admini tration dec i ion led to greater demand b · l • 
s emg p aced on their responsibilities 

compared to those who were less effected For exam I th 1 · p e, e emp oyees who faced the 

szreatest challenge of returning to work (i e employees wh I t th · ffi ) · h --- · ·, o os e1r o Ice mas ort 

period of time would mostly likely feel that returnI·ng to wo k · 1 th k r m ess an a wee was 

unfa ir. On the other hand, others may view the "unfairness" as justified because of the 

emergency. Individual dispositions are likely to moderate the relationship between 

procedural fairness and commitment. 

Core Self-Evaluations 

In our Western society, there is perhaps no virtue more desirable than being 

positive. Philosophers, priests, ministers, psychologists and the media have placed a 

heavy emphasis on the power of being positive. Despite popular interest, organizational 

researchers have devoted little attention to studying the effects of positive self-concept or 

individual dispositions on perceptions of organizational fairness and commitment. 

Recently, Judge, Locke, Durham and Kluger (1998) found that self-concept or core

evaluations did have direct effects on job and life satisfaction. One of the primary goals 

of their study was to explore individual's overall happiness and explore the dispositional 

sources of job and life satisfaction. 

Prior to their job and life satisfaction study, Judge, Locke and Durham (1997), 

investigated a large base of personality literature and introduced the concept of core self

evaluations. According to Judge et al., core self-evaluations are fundamental premises 

that individuals hold about themselves and their functioning world. Judge et al's 

· · · t · ly an accumulation of favorable self-argument is that a positive self-concept IS no simp 

re d · d . f 1-~ Rather favorable self-regard in these domains is a result gar in many omams o 11e. , 



of tr lobal positive self-concept. According to Judge et al (199
7

) If 
1 

· · 
~ , core se -eva uat1on 1s a 

broad personality construct comprised of several more s 'fi t · If If 
pec1 1c ra1ts: se -esteem, se -

efficacy. locus of control , and emotional stability that is strongly related to job and life 

satisfaction. 

Research shows a significant relationship between organizational commitment 

and job satisfaction (Muhammad & Shanaaz, 1998). Therefore, core-self evaluations 

might also be stro~gly related to organizational commitment. The overall relationship of 

some of the specific traits of core self-evaluations and organizational fairness and 

commitment has not been recently reviewed, although there are many studies reporting a 

positive relationship among some these constructs. Since there is a large gamut of 

personality research dedicated to the individual traits of self-esteem, locus of control and 

neuroticism each will be described. 

Self-Esteem 

Self-esteem can be defined as the overall value that one places on oneself as a 

person (Harter, 1990). Research indicates that self-esteem demonstrates short-term 

variability but long-term stability (Judge, Erez & Bono, 1998). In the Judge et al (1998) 

study of over 1,300 physicians and 1,200 students; self-esteem acted as a moderator 

between job satisfaction and perceptions of work characteristics. Specifically, for people 

with high self-esteem, the effect of improving work characteristics was more positive and 

· If J dge et al (1998) argue that this type neutral or negative for those with low se -esteem. u 

f . . b . d" "duals w1·th low self-esteem would likely see the o mteraction occurs ecause m 1v1 

(b der responsibilities leading to more negative aspects of increased job challenge roa 



work and the necessity of learning new things) l"k · d. · . . 
, un 1 e m 1v1duals with high self-esteem 

who focus on the more positive aspects of their work. 

Similarly, it could be argued that the relationshi"p b t J:". • e ween 1aimess and 

commitment could also be moderated by self-esteem It 1·s h th · d h · ypo esize t at self-esteem 

will moderate the relationship between procedural fairness and commitment. 

Specifically, the relationship will be stronger for people with low self-esteem. 

Individuals with high self-esteem will be less affected by perceptions of unfairness during 

the crisis. 

Emotional Stability 

Emotional stability is one of the "Big Five" personality traits. Neuroticism, 

opposite of emotional stability, represents the tendency to exhibit poor emotional 

adjustment and experience negative affects such as fear, hostility, and depression 

(Goldberg, 1990). Emotionally stable individuals are less prone to anxiety or fearful of 

novel situations and are less susceptible to feelings of dependence and helplessness 

(Judge, Erez & Bono, 1998). Research also shows that neuroticism or negative 

affectivity is associated with psychological distress (Burke, Brief, & George, 1993). 

Necowitz and Roznowsi (1994) showed that emotionally unstable predisposed 

people tend to seek out the negative aspects of work rewards and enriched tasks. These 

findings suggest that when people describe attributes of their work, their opinions are not 

only shaped by the external aspects of the work but also by their internal affect or 

disposition. Judge et al (1998) argues that emotionally stable individuals are more 

satisfied not only because they are more positive but also because of the challenge, 

variety and intrinsic worth in their work. 



Further. like self-esteem, this evidence illust t h . . . 
ra es ow emotional stability can also 

serve as another moderator between the procedural f; · d • • airness an orgamzational 

commitment relationship. It is hypothesized that emot1·0 I t b·1· -11 na s a 1 1ty w1 moderate the 

relationship between procedural fairness and commitment s ·fi 11 h 1 · h. . pec1 1ca y, t ere at10ns 1p 

between procedural fairness and commitment will be stronger for individuals with low 

emotional stability. Individuals with high emotional stability will be less effected by 

perceptions of unfairness during the organizational crisis, such that individuals who are 

emotionally stable will see procedural fairness as more fair than those with low emotional 

stability. 

Locus of Control 

The general theory of locus of control arose from observation and research in 

clinical psychology. Locus-of-control scales measure the extent to which a person 

perceives events as being a consequence of his or her own behavior and therefore 

potentially under personal control (Craig, Frankel, & Andrews, 1984). Locus of control 

represents the perceived degree of control in life. Individuals with an internal locus of 

control believe their behavior controls their lives, whereas individuals with an external 

locus of control believe that their life is controlled by luck, chance, fate or powerful 

others (Spector, 1982). 

Hammer and Vardi ( 1981) found among manufacturing employees that internals 

were more likely than externals to attribute past job changes to their own initiative. Not 

I · · 1 b t th may actually seek situations in which on y do mternals perce1 ve greater contro , u ey 

control is possible. Evidence has also accumulated indicating that various personality 

characteristics such as locus of control are related to how people cope with stress 



(Peacock and Wong, 1996). Anderson (1977) showed th t . . 
a entrepreneurs with an mternal 

locus engaged in significantly more problem solving bel · h • • 1av10rs, sue as obtammg 

resources to counter the initial loss after a hurricane disaster th t · h , an en repreneurs wit an 

external locus of control. 

For teachers, locus of control seems to be a powerful indicator of job attitudes 

and organizational perceptions. For example, Cheng (1994) found that teachers with an 

internal locus of control tend to have a more positive job attitude in terms of 

organizational commitment. Based on the literature it is hypothesized that locus of 

control will moderate the relationship between procedural fairness and organizational 

commitment. Specifically, the relationship between procedural fairness and 

organizational commitment will be stronger for individuals with an external locus of 

control. Individuals with an internal locus of control will be less effected by perceptions 

of unfairness during the organizational crisis. 

Purpose of Study 

The purpose of this study was to examine, in an unstable working environment or 

context, the relationship between job commitment, individual disposition, and 

perceptions of procedural fairness among the student, faculty and staff population at 

Austin Peay State University. Additionally, very few studies have assessed any of these 

· h · t d organization In a review of constructs shortly after a natural disaster as 1mpac e an · 

d h h 1. f lly investigated the relationships the organizational literature no one stu Y as o is ica 

. f f onal stability and locus of control), 
among individual dispositions (1.e. sel -esteem, emo 1 

. . • t Based on the lack of research 
procedural fairness and orgamzational commitmen · 



investigating these relationships the present study w1·11 pu 
1 1 1

· h ' rsue en a 1 ve answers to t e 

following questions: 

1. Are the individual dispositions (high self-esteem, internal locus of control, and 

emotional stability) and perceptions of procedural fairness positively related 

to organizational commitment? 

2. Do the individual dispositions (high self-esteem, internal locus of control, and 

emotional stability) moderate the relationship between perceived fairness and 

organizational commitment? 

More specifically, individuals ' perceptions of procedural fairness are thought to be 

related to organizational commitment such that indi iduals who perceive the universities 

crisis strategies as fair will be more committed to the university. Additionally the 

relationship between procedural fairness and organizational commitment will be stronger 

for individuals low in self-esteem, low in emotional stability or with an external locus of 

control than individuals high in self-esteem high in emotional stability or with an internal 

locus of control. 



Participants 

CHAPTER III 

METHODS 

The sample for this study consisted of 65 employees (faculty and staff members) 

at Austin Peay State University who volunteered to participate. Thirty-eight percent of 

the participants were faculty members and 62% were staff/administration members. 

Thirty-eight percent were males and 62% were females. The participants' ages ranged 

from 24 to 68 years with an average of 46.4 years (S.D. = 10.8). The number of hours 

participants worked ranged from 10 to 70 hours per week, with an average of 43 hours 

per week (S.D. = 10.7). Fifty-six percent of the participants reported that they bad not 

sustained any damage from the tornado. Seventeen percent reported that their office was 

relocated and 15% reported that their office was damaged by the tornado but not 

relocated. Two percent of participants reported personal property damage and 8% 

reported that they sustained other types of tornado related damage. 

Procedure 

Randomly selected faculty and staff participants received through on campus 

mail, a letter containing the purpose of the study, their rights as participants and 

instructions concerning how to complete and return the survey if they choose to 

participate. For a sample of the informed consent form see Appendix D. Three hundred 

· thr h n-campus mail. The total university and sixty-six survey packets were sent out oug O · 

d. · d d · rder to protect participants from 
population (733 employees) was randomly 1v1 e m 0 

. . d th t concurrently sampling the same 
bemg overburdened with another stu Y a was 

population. 



Materi als 

Participants who were selected received through ·1 , on campus mai , a survey 

containing the materials described below Five measures assess· d I e: · · mg proce ura 1aimess, 

self-esteem, locus of control, organizational commitment and emotional stability were 

included in the survey booklet. These instruments will be described in the order in which 

they were administered in the survey. 

A measur~ of procedural fairness was developed for this study which consisted of 

11 items for faculty and staff. All items related to the fairness of the procedures used by 

the university to restore the campus after the natural disaster. Due to the situational 

nature of assessing procedural fairness it is not uncommon for researchers to develop 

scales of procedural fairness with unknown psychometric qualities (i.e., Giacobbe-Miller, 

1995). Cronbach' s alpha for the scale was .96. See Appendix A for a sample of the 

Procedural Fairness Survey. The response scaling was a 7-point Likert scale anchored by 

very fair ( 1) to very unfair (7). 

Affective Commitment was assessed using the 8-item subscale of the 

organizational commitment scale developed by Allen and Meyer ( 1990). This scale 

measures an employee's emotional attachment to, identification with, and involvement in 

the organization. Some items include: the company has a great deal of meaning to me; I 

enjoy discussing the company with people outside of it; and I really feel as if the 

E h ·t scored on a 5-point Likert-type scale company's problems are my own. ac 1 em was 

l (5) Cronbach's alpha in this study 
ranging from strongly disagree (1) to strong Y agree · 

was .70. Meyer & Allen (1991) found the measure to have an acceptable degree of 

internal consistency. 



Locus-of-control was assessed with the 17_.t L f . 
1 em ocus o Control of Behavior 

scale (LCB) gathered on a seven-digit likert scale (C · F nkl' d ra1g, ra m an Andrews, 1984 ). 

The LCB has demonstrated satisfactory internal reliabili't t t b 1 d Y, no o ere ate to sex, age or 

social desirability and to be stable over time It was shown t h l'd' · o ave construct va 1 1ty 

with Rotter ' s 1-E general expectancy scale (r = .67). Additionally, the LCB scale was 

shown to be a more powerful predictor of relapse than the full Rotter scale among a 

clinical population. Cronbach's alpha in this study was .66. This is somewhat lower than 

prior research (Craig, Franklin and Andrews, 1984). Craig et al. 's (1984) study found 

Cronbach' s alpha of the measure to be .79, which according to Nunnally (1978) is 

evidence of acceptable internal consistency. 

Self-esteem was assessed using the Rosenburg Scale of Self-Esteem (RSES) 

(Hensley & Roberts, 1976). The RSES is a 10-item unidimensional measure of global 

self-esteem. The RSES continues to be used in the interest of brevity and administration 

(Keith & Braken, 1996). In a similar study on the dispositional effects on job and life 

satisfaction Judge at al (1998) used the same measure of self-esteem .. Each item was 

scored on a 5-point Likert-type scale ranging from strongly disagree (1) to strongly agree 

(5). In this study Cronbach's alpha was .85. This is consistent with prior research (Keith 

& Braken, 1996). Keith et al. (1996) reported that the internal consistency coefficient was 

. 77 for the scale. 

Emotional Stability was assessed using a 28 item adjective scale that was 

developed by Goldberg (1990). Cronbach's alpha in this study was .88. Each item was 

· · · 1 h e 1 = extremely inaccurate as a self-description, 5 scored usmg a 9-pomt ratmg sea e w er 



= I'm am uncertain or the meaning of the t . 
erm is unclear, and 9 = extremely accurate as a 

self-description. 

Finally, faculty and staff were asked to 1 b . 
comp ete a nef demographic data sheet. 

Demographic variables of university affiliation a d , ge, gen er, number of hours worked per 

week~ and the type of damaged sustained by the torn d c· ffi ) a o 1.e., o ice were requested. For 

a sample of the demographic data sheet see Appendix c. If participants felt 

uncomfortable in responding to any of the questions on the d h" d h h emograp 1c ata s eet, t en 

they were instructed to omit them. 

Data Analysis 

This was a correlational study. The primary outcome of interest was affective 

commitment. Analyses focused on the total scores on the affective commitment and 

perceived fairness measures. The participants' total scores on the emotional stability, 

locus of control and self-esteem measures represented the moderators in the relationship 

between the variables of affective commitment and procedural fairness. 

A median split on each of the moderator variables designated participants into 

three out of six possible groups (low/high self-esteem group, low/high emotional stability 

group and external/internal locus of control group). Participants whose scores were equal 

to any of the three group medians were not included in the analysis of that group. For 

example, if participants rated themselves equal to the median on the self-esteem measure 

then they were not included in either the high or low self-esteem group. If participants 

rated themselves above the median on the neuroticism measure then they were included 

in th 1 · 1 b"l"t p and if they rated themselves below the median on the e ow emot1ona sta 1 1 y grou 

1 · 1 d d · the external locus of control group. 
ocus of control measure then they were me u e m 



A correlational matrix was analyzed to answer research question one: Are the 

individual dispositions (high self-esteem, internal locus of control, and emotional 

stability) and perceptions of procedural fairness positively related to organizational 

commitment? A second correlational matrix was analyzed to examine the research 

question: Do the individual dispositions (high self-esteem, internal locus of control, and 

emotional stability) moderate the relationship between perceived fairness and 

organizational commitment? The SYST AT statistics package was utilized in the analysis 

(Systat Inc. , 1998). The level of significance for testing both hypotheses was set at alpha 

= .05. 



CHAPTER IV 

RESULTS 

This study had two research questions To exam1'ne the fi t h t· · 1rs researc ques 10n 

regarding the relationships between organizational commitment, perceived fairness and 

individual dispositions, a correlation matrix was analyzed. Descriptive statistics, variable 

correlations and Bonferroni probabilities can be found in Table 1. Besides the 

intercorrelations among the personality measures no significant correlations were found 

between perceived fairness, organizational commitment and individual dispositions based 

on an examination of a matrix of probabilities corrected using the Bonferroni adjustment. 

Given the fact that multiple correlations were computed, the Bonferroni adjustment was 

used to minimize the possibility of incorrectly rejecting a "true" null hypothesis (i.e., 

committing a Type I error). 

To examine the second research question regarding whether or not individual 

dispositions moderate the relationship between perceived fairness and organizational 

commitment' a correlational matrix was analyzed. According to the hypothesis, the 
' 

correlation between fairness and commitment should be stronger for those with a 

composite emotional stability score below the group median. The results from this 

1 · b fi d · T ble 2 The analysis revealed that perceived fairness and ana ys1s can e oun m a . 

1 (p · t · ely) related to individuals with low 
organizational commitment was more strong Y osi iv 

emotional stability, r = .47, p < .05. 



CHAPTER V 

DISCUSSION 

The purpose of this study was to examine in bl . . , an unsta e workmg envuonment or 

context~ the relationship between the measures ofJ'ob c ·t · d' 'd 1 omm1 ment, m 1v1 ua 

disposition, and perceptions of procedural fairness among the c. lt d ff 1 · 1acu y an sta popu at10n 

at Austin Peay State University. The results from the first data analysis indicated that a 

relationship did not exist between perceptions of procedural fairness and organizational 

commitment. Additionally, the results did not support a significant relationship between 

individual dispositions and organizational commitment. 

The most important finding in this study is that individual dispositions of the self 

have consistent effects on the perceptions of both procedural fairness and organizational 

commitment. The second data analysis revealed through a correlation matrix that only 

emotional stability moderated the relationship between perceived procedural fairness and 

organizational commitment. That is individuals with positive dispositions (i.e., emotional 

stability) were less likely to let isolated incidents (i.e., procedural strategies related to 

improving the working conditions after the natural disaster) affect their level commitment 

to the organization. 

These findings also suggest that when people describe their commitment to the 

organization, their focus is not just external but also, at least implicitly, internal. This is 

consistent with the rationale suggested in the dispositional literature: individuals with 

positive self-concepts see their jobs and their lives more positively because they possess 

the dispositional makeup that allows them to do so (Judge, Erez & Bono, 1998)- More 

· 11 table bring a "positive frame" to 
generally, employees who are themselves emot10na Y s 



the eYents and situations they encounter whe 
1 , reas emp oyees who are not as emotionally 

stable bring a negative frame to the same situation. 

These present findings represent an important t . h . 
ex ens1on tot e recently emergmg 

literature on factors affecting perceptions of fairness Pre · h h .c d . v10us researc as 1ocuse 

primarily on the effects of the perceived fairness of the layoff (Brockner, 1993 ). The 

conceptual starting point in this study was that an employees' organizational commitment 

and perceptions o~ fairness also are likely to be influenced by their individual disposition. 

Thus, it is not only the fairness of the procedural strategy used but it is also an 

employees' individual disposition (i.e., emotional stability) that will dictate their reaction 

(i.e. , commitment to the organization). 

Overall, in an organizational crisis, employee commitment to the organization is 

not only shaped by their perceptions of how fairly they where treated but also by their 

individual disposition. This is consistent with organizational crisis literature, which 

suggests that employees attitudes to stress, prevailing levels of social support, and the 

psychological characteristics of the work environment can influence the intensity and 

duration of impact on the rate of recovery (Dopeal, 1991; Kaniasty, K. Z., Norris, F. H., 

& Murrell, S. A., Paton, 1997). 

A strength of this present study is that data were collected shortly after a major 

crisis impacted an organization. Most of the past research in this area has relied on 

experimental studies that can not fully replicate or observe the effects that impact 

· th d is that it makes the observer less participants. Another advantage of the survey me 0 

h l.k 1 ·h d that the observer will influence the 
obtrusive and in so doing it can reduce t e 1 e 1 00 

participants to respond in particular ways. 



Thi s is not to say that this study is not with . . . . 
out its hm1tations. First, this study was 

correlational , therefore no cause and effect relaf h' 
IOns 1P was suggested. Secondly, 

although certain relationships among perceived fai·r
11

e · · . 
ss, organizational commitment and 

individual dispositions were statistically significant th 1 · • 
, e samp e size was relatively small. 

This should be kept in mind when analyzing the practical significance of the results. 

Some degree of caution should be exercised in interpreting the results. Finally, given the 

geographic and occupational restrictions of the sample (staff/administration and faculty 

employees working in a relatively small town), replication using more diverse samples is 

needed to examine the genralizability of the findings . 

The practical implications of this study are worth noting. Researchers have often 

argued that organizations may want to select workers on the basis of their disposition 

because of the potential impact it has on job satisfaction and organizational commitment 

(Judge & Locke, 1997; Meyer, 1997). However, the practical implications of the 

dispositional approach to organizational commitment are not confined to the selection 

process. The results of this study imply that organizational strategies aimed at increasing 

employees' perceptions of fairness, and thus organizational commitment, may be more 

effective and well advised for employees who are emotionally unstable. It should also be 

noted that prior research has demonstrated that improving the conditions of the work 

environment will also increase employee perceptions of fairness and thus organizational 

commitment (Brockner, 1993 ). 

On a related note, this study has implications for future, dispositional and 

· 'd that dispositional constructs matter in organizational crisis research. There 1s ev1 ence 

. . d · t · onal commitment during an the Judgments of perceived fairness an orgamza 1 



organi zational cri sis. However, there remains a need to use theoretical concepts that may 

help in understanding the psychology behind the effect of disposition on job attitudes 

(Judge & Locke, 1997; Meyer, 1997). The present study represented a successful effort 

in that regard by applying Judge et al's (1997) cognitive theory to further explore the 

relationship between organizational commitment and procedural fairness. 
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APPENDIX A 



Table 1 

Descriptive Statistics and Variable Intercorrelations 

Variable Mean SD l 

l. Commitment 3.48 0.67 0.70 

2. Perceived Fairness 4.46 1.46 0.23 0.96 

3. Neuroticism 3.70 0.83 -0.09 0.24 0.88 

4. Locus of Control 5.76 0.60 0.18 -0.11 -0.64* 0.66 

5. Self-esteem 4.33 0.58 0.10 0.00 -0.57* 0.60* 0.85 

(N= 65) 

Note: *Indicates significance at p< .01. Values on the diagonal represent Cronbach's a. 



Table 2 

Correlation Coefficients Between Commitment and Des· t d p . . 
igna e erce1ved Fairness Groups 

Variable Mean r 12 

1. Lower Emotional Stability 32 4.72 1.15 0.473 0.038 

2. Higher Emotional Stability 33 4.21 1.68 0.127 

3. Lower Self-esteem 32 4.64 1.40 0.311 0.499 

4. Higher Self-esteem 28 4.26 1.46 0.155 

5. Internal Locus of Control 32 4.18 1.54 0.322 0.434 

6. External Locus of Control 31 4.71 1.37 0.116 
Note: These groups were designated on a median score split for each personality measure 
based on the participant population. The actual standardized median score for each 
personality measure was not used. 



APPENDIXB 



Participant # 
------

SURVEY BOOKLET 

1. You will f~nd ha'shetthof surveys contained in this booklet Pl 
the order in w ic ey occur. To maintain th . • ease answer them in 
information, please do NOT write your name :h7onfidentiality of this 
survey booklet AS ACCURATELY AND AS HONESTL~n is answer booklet. Fill out the 
know an answer, please estimate what you bel'as y~u can. However, if you don't 

ieve it would be. 

2. please return this survey booklet and the Informed Consent St 
in the envelopes provided. One copy of the Inf d atement separately 
to keep. orme Consent Statement is yours 

3. Please remember that you are participating volunt , 1 . . 
that, while we consider it to be an important onearti Ythinf7h1s survey study and 

· d · d O e ield of psychol 1· f at any time you ~c1 e you don't want to continue to t. . ogy, 
· t · · • par 1c1pate you may discontinue your par 1c1pat1on, and no one will be penalized. ' 

DIRECTION:=t:or
11
~he f~~lowRing stat7ments ask yourself: How fair was this aspect or 

process ~ 7 pera ion estorat1on 11 recovery response handled b Austin Peay 
State University. Y 

1 = very unfair 
2 = unfair 
3 = somewhat unfair 
4 = neutral - neither fair or unfair 
5 = somewhat fair 
6 = fair 
7 = very fair 

1. The process used to determine when the university would be re-opened. 

2. The process used to enable the staff to challenge the overall process. 

3. The process used to determine where classrooms would be re-located. 

__ 4. The process used to keep faculty informed. 

_s. The process used to obtain feedback from faculty. 

_6. The process used to determine where offices would be re-located. 

_ 7 • The process used to enable faculty to challenge the overall process. 

_a· The process used to keep staff informed. 

9 Th h d 1 th d--~c calendar (1' .e., Presidents Day). - · e process used to resc e u e e aca ~ 

_lo. The process used to obtain feedback from staff. 

- 11 · The process used to decide when faculty and staff should return to work. 



APPE DIXC 



*** BASIC INFORMATION SURVEY 
*** 

What is your affiliation? FACULTY MEMBER STAFF/ADMINSTRATION MBMBBR 
(Circle one) 

2 . What is your sex? MALB 

3. What is your age? 

4• How many hours per week do you work on average? 

s. Did you sustain any damage from the tornado? 

(circle each one that applies) 

1. Home 

2. Office was relocated. 

3. Office was damaged but not relocated. 

4. Personal Property 

Other, Please specify __________ _ 

PBMALB 

years 
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Participant# 

INFORMED CONSENT STATEMENT 
INDIVIDUAL DISPOSITIONS, PROCEDURAL FAIRNESS AND ORGANIZATI 

RESEARCH STUDY ONAL COMMITMENT 

PLEASE READ ALL OF THE FOLLOWING COMPLETEL 

-----

(It describes the purpose of the study, risks and benef . t BEFORE YOU BEGIN. 
will happen to the information that is i 1

6

1 of your participation, and what 
co ected from you.) 

Description of Thi~ ~tudy: k. . 
Thank-you very muc or ta ing your time and agreeing to partic. . . 

searching a variety of theories concerning work-related fai ipate in thi~ study. We are 
relationship to individual experiences and thoughts. , In mea~ne~s an~ commitment and their 
rte us we can determine which surveys measure the concepts besutrin~ t e con~epts of interest 
o , • b d 11 h . . using a variety of 

statistical techni'l':1es ase on a t e participants' responses,. This will 
enable us to determine how to measure these concepts in the future. eventually 

Instructions for This Study: 
This survey should take about 10-15 minutes to complete. First you wi'll 1 • · h d · d , comp ete a series of 9uest1onnaires t at. are esigne to assess how v~rious topics affect your oersonal 
beliefs . . second, yo~ will be asked to complete a brief demographic data sheet-including 
infonnat 7on c~ncerning age, gender and work-rel~ted characteristics. The demographic 
infonnat1on will be used for p~rposes of analysis. However, if you are uncomfortable about 
responding to any of the questions on the demographic data sheet, then you may choose to omit 
them . 

Risks and Benefits of Participation: 
The investigator is not aware of any potential hazard which may occur from your participation 
in the research. Similarly, there are no direct benefits to you other than perhaps a sense 
of satisfaction from having participated and knowledge of what it is like to participate in a 
psychology experiment. You are being asked to respond honestly and to the beat of your 
ability to the statements on the surveys . There is no deception being used in this research 
project. The information asked for on the surveys is not likely to cause psychological 
distress, however your participation is completely voluntary, and you are free to atop at any 
time without any penalty. After completing these tasks, should you decide to withdraw, your 
data .can be pulled anytime up to two weeks following your participation. After two ~eeks.any 
participants' data that has been entered and coded into the database can not be arbitrarily 
pulled from the analysis. 

General Information About This Study: , 
T~e data obtained from you is being gathered for the purpose of a psyc~ol09¥ stu~ent 8 (Derek 
Mi ller) graduate research. In any such use of this information, your identi~y will be 
carefully protected. Your identification number will be kept with your data in the event. that 
you wish to be dropped. The research is being supervised by Or· Th~s Ti111Derman !t : st~~her 
Peay ~tate University. If you are interested in the results of this study, or ha e Y 
questions about it please contact: 

Derek M. Miller 
~raduate Student of Psychology 
syc~ology Department 

~~~tli) n Peay State University 
648-7233 

or. Thomas Timmerman 
Professor of Psychology 
Psychology oepartmen~ . 
Austin Peay state University 
(931) 648-7233 

YOUR HELP IN FILLING OUT THIS StJRVBY IS GREATLY APPRBCIATBDI 

Thank you very much, 

Derek M. Miller . 
Austin Peay State University 



SE READ THE STATEMENTS BELOW. THEY DISCRIBE YOUR RIGHTS AND 
PLEA A PARTICIPANT IN THIS RESEARCH PROJECT. RESPONSIBILITIES AS 

INDIVIDUAL DISPOSITIONS, PROCEDURAL FAIRNESS AND ORGANIZATIONAL 
RESEARCH STUDY COMMITMENT 

I agree to participate.in the present study condu~ted by Derek Miller and 
1. ised by Dr. Thomas Timmerman, a faculty member in the Psychology O t t 
supe~v Peay State University. epar men at 
Austin 

I have been informed ~n writing of the procedures to be followed and about any 2: fort which may be involved . I have also been told of any benefits that may d1scom ' . . . D Th T. lt from participation. r. omas immerman has offered to answer any further 
r~!~tions that I may have regarding the research and he can be contacted Monday 
~hrough Friday by telephone at 648-7233. 

3. I understand . th~t I may wi thdr~w from participation. at . any time fo l lowing my 
participation, within two weeks, without penalty or preJudice, and to have all data 
obtai ned from me withdrawn from the study and destroyed. 

4 I realize that by signing this form, I willingly consent to participate in this 
study. r also acknowledge that I have been given a copy of this form to keep . 

Signature Date 



VITA 

Derek Mcrea Miller was born in Newark, Ohio on April 15, 1970. In Gahanna, 

Ohio, he attended The Evangelical Christian Academy, middle school and Gahanna 

Lincoln High School. In Columbus, Ohio, he attended The Columbus State Community 

College. He received his Bachelor of Science Degree with a major in psychology in 

May, 1997 from Otterbein College in Westerville, Ohio. That September, he entered the 

Graduate College in pursuit of a Master of Arts Degree in Industrial and Organiz.ational 

Psychology. He plans to graduate from Austin Peay State University in August, 1999. 
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