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In this field study a preliminary social exchange model was proposed that related perceived mequity
in the employment relationship to subsequent absenteeism and turnover mtention From an equity
petspective, 1t was hypothesized that absenteersm and turnover mntention are indirectly related to
percetved mequity mn the exchange relanonship with the orgamization, mediated by feelings of
rescntment and poor organizational comnutment By employing covariance structure modelling, the
model was tested among mental health care professionals (N = 90) The results demonstrated that the
relatonship between perceived mmequity and turnover mtention was fully mediated by poor
orgamizattonal comnutment, which was, in turn, partally triggered by feelings of resentment that
were associated with perceived mequity In contrast, there was a strong direct hnk between mequity
n the employment relationship and absenteeisni, not mediated by resentment and poor organizational
commitment It was concluded that absenteeism and turnover intention can both be considered to be
withdrawal reactions to pcrceived mnequity but that the two reactions differ i therr underlying
dynamics The implications of these findings were discussed

1. Introduction
A recent trend n empirical research on absenteersm and turnover 1s to study these
behaviours from the perspecuve of social exchange theory (Blau, 1964) and equuty theory
(Adams, 1965, Walster, Walster. and Berscheid, 1978) From this perspective, two
assumptions can be made First, an equitable exchange between what employees mvest in
their relaionship with the organization and what they recetve back m return 1s a key
element in the employee-orgamzation relationship Second, absenteeism and turnover are
important means available to employees to restore equuty mn the employment relationship
In the current study, the authors propose a preliminary social exchange model that relates
percerved mequity in the employment relattonship to both absenteeism and turnover
mtennon The purpose of this study 15 to nvesugate the underlying dynamics i these
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relationships by addressing some possible interveming vanables. First, 1t 15 assumed that
perceived inequity generates a negative emotional state (1 e feelings of resentment) that, m
turn, tnggers various withdrawal reactions. Second, 1n addition to absenteeism and
turnover intention as behavioural withdrawal reactions, poor organizational commitment
1s considered to be a psychological withdrawal reaction that, m turn, 1s likely to result
in behavioural withdrawal Accordingly, the authors’ central hypothesis 1s that the
relauonship of perceved inequity in the employee-orgamizanon relationship with
absenteersm and turnover intention 15 mediated by feelings of resentment and poor
orgamizational commutment. This hypothesis 1s in line with recent studies that have
provided support for the intervenmg role of affective reactions between nequity
perceptions i the work situaton and withdrawal reactions (Kohler, and Matthieu, 1993;
Aquino, Gnffeth, Allen, and Hom, 1997, Hendrix. Robins, Miller, and Summers, 1999).

11 Inequity i the employment relationship

From the perspectuve of social exchange theory (Blau, 1964) and equity theory (Adams,
1965, Walster et al., 1978), employees pursue equity m their exchange with the orgamization.
Employees agree to make specific contributions to an orgamzation (e.g. talents, expernence,
nme and effort), for wlich they expect benefits in return (e.g payment, fringe benefits and
promotion prospects) that are proportional to their contribunons Building on this
perspective, the notion of a psychological contract (Rousseau, and Parks, 1993) between
employees and employers conveys the expectations held by employees about the reciprocal
nature of their employment relationship. Expectations concern both concrete 1ssues (e.g

payment and workload) and less tangible matters (e g esteem and dignity) Classic equaty
theory (Adams, 1965) assumes that people’s evaluations of the balance between mvestments
and benefits are primanly based on social comparisons (1.e comparisons with, real or
hypothetical, others) Pritchard (1969), however, has argued that inequity could easily well
arise from an imbalance between mvestments and benefits relative to one’s internal
standard. The internal standard, which 1s similar to Thibaut, and Kelley’s notion of
‘companson level’ (1959), may depend upon, for example, the benefits that are salient
because they have been recently experienced or vividly recalled by the occurrence of certain
reminders In the current study, following Pritchard’s hine of reasomng, equaty 1s defined as
the equality of perceived mvestments and benefits relative to one’s internal standards (cf
Schaufeli, van Dierendonck, and van Gorp, 1996) Inequity, or a violation of the
psychological contract, 1s experienced when one’s expectations of reciprocity remain
unfulfilled because the costs of the exchange with the orgamzation outweigh the benefits
recetved back 1 return

12 Affective and withdiawal reactions to mequity in the employment relationship

A long history of equity research (Adams, 1965, Walster et al., 1978, Mowday, 1991) as
well as recent studies on psychological contract violation (Rousseau, and Parks, 1993,
Robinson, and Rousseau, 1994) reveal that behavioural withdrawal might result when
employees percerve a lack of reciprocity n their employment relationship. Several studies
have consistently shown that employees who experience a negative imbalance between
therr contributions to and profits from the organization and who feel that therr
psychological contract has been violated because of unfulfilled job expectations, report sick
more often (Dittrich, and Carrell, 1979; Oldham, Kuhk, Ambrose, Stepina, and Brand,
1986, Hendrix, and Spencer, 1989, Geurts, Buunk, and Schaufeli, 199424, 1994b), and are
more mchned to leave the orgamization (Rosin, and Korabik, 1991; Guzzo, Noonan, and
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Elron, 1994; Robinson, and Rousseau, 1994; Van Yperen, Hagedoorn, and Geurts, 1996)

From the perspective of equuty theory (Adams, 1965), behavioural withdrawal (or in equity
terms ‘leaving the field’) 1s one of the means available to restore an equitable employment
relationship. Indeed, employees may percerve time away from work as being nstrumental
in decreasing their mvestments and in attaming other more valued non-work outcomes
simultaneously (Morgan, and Herman, 1976, Hackett, Bycio, and Guon, 1989). In a
similar vem, Hill, and Trst (1962) assumed that when employees experience conflicts of
satisfactions and obligations 1n their work situation, they tend to express them by leaving
the organization or by being absent (with turnover bemng the preferred reaction early mn the
process of socialization within the organization, and absenteelsm bemg the preferred
reaction in a later stage). Gibson (1966) was one of the first to relate absenteeism to the
concept of an informal contract between the employee and the orgamzauon. He suggested
that employees would legitimize their absences to themselves when negative aspects to the
work situation outweighed the positive aspects. The notion that absenteeism 1s part of social
exchange between the employee and the organmization was taken a step further by
Chadwick-Jones, Nicholson, and Brown (1982). In their social theory of absenteeism they
argued that absenteeism should be considered to be negative exchange behaviour, with
employees withholding their presence from work to make up for work load pressures,
stress or other negative aspects of therr jobs.

Traditional equity theory (Adams, 1965), with 1ts roots in cognitive dissonance theory
(Festinger, 1957), has postulated that the presence of mequity creates an unpleasant
emotional state, for example resentment It 1s this tension that 1s supposed to be the primary
motive for a person to reduce mequity and the associated negatve feehngs. The results of
various studies indeed show that when expectations of reciprocity remain unfulfilled or a
violation of one’s psychological contract 1s experienced, employees develop feelings of
resentment, grievance, betrayal and mastrust (Konovsky, and Pugh, 1994; Robnson, and
Rousseau, 1994) that, in turn, trigger various behavioural withdrawal reactions (Oldham et
al , 1986, Buunk, and Janssen, 1992; Rutte, and Messick, 1995) Following this line of
reasoning, in the current study feelings of resentment are expected to play an mtervening
role 1 the relationship between perceived inequity mn the employment relationship and
both types of behavioural withdrawal responses Accordingly, 1t 1s hypothesized that the
more mnequitable employees perceive their employment relationship to be, the more
resentment they will experience (hypothesis 1), that, m turn, will tngger subsequent
absenteeism (hypothesis 2) and turnover intenuion (intention to leave) (hypothesis 3)
Although 1t 15 recogmzed that intentions may change over time and are not necessarily
predictive of future behaviour, a review and meta-analysis of longitudinal studies by Steel,
and Ovalle (1984) consistently showed that an individual’s thoughts and mtentions of
leaving are the strongest predictor of an actual decision to leave (Tett, and Meyer, 1993;
Hendnix et al , 1999)

In addition to behavioural withdrawal reactions to percerved inequity in the employment
relationship, various studies have also demonstrated that employees may respond by
psychological withdrawal, for stance, by reducng their level of organizational
commitment (Pearce, and Porter, 1986, Folger, and Konovsky, 1989, Syroit, Lodewykx,
Franssen, and Gerstel, 1993). Orgamzational commitment, which can be described as the
strength of one’s identification with and involvement in a particular organization
(Mowday, Steers, and Porter, 1979), 1s a response that 15 based on a rational exchange of
benefits and rewards (Etziom, 1961) From a social exchange perspective 1t can be assumed
that the more employees feel that their mvestments into the organization outweigh the
benefits recerved i return, the less attached they will feel to the organization and the more
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Figure 1  The hypothetical model

they will reduce their level of commitment with it (Folger, and Konovsky, 1989). Various
studies on organizauonal fairness have also provided empirical support for poor
organizational commutment as reaction to percerved unfairness in organizations (Lind, and
Tyler, 1988; Rutte, and Messick, 1995, Schaufeli et al., 1996). In line with traditional equuty
theory, the authors hypothesize that the more feelings of resentment employees experience,
the lower s their level of organizational commitment (hypathesis 4).

Previous studies have demonstrated that poor orgamizational commutment affects
withdrawal behaviour 1n general (DeCotis, and Summers, 1987). A study by Rosin, and
Korabik (1995) showed that poor orgamzational commitment was one of the strongest
predictors of turnover mtention among both men and women managers (Angle, and Perry,
1981; Guzzo et al, 1994). Also, merta-analytic studies conclude that poor orgamzzational
commutment may lead to turnover-related mtentions and actual turnover (Mathieu, and
Zajac, 1990; Randall, 1990) In addition, various studies have provided support for a direct
linkage between orgamzational commutment and absenteeism (Mowday et al., 1979;
Eisenberger, Huntington, Hutchinson, and Sowa, 1986; Gellatly, 1995, Johns, 1997;
Meyer, and Allen, 1997; Sagie, 1998) It 15, therefore, hypothesized that the lower one’s
level of orgamzational commitment, the more often one will report sick (hypothesis 5) and
the ligher one’s mmclination to leave the organization (hypothesis 6). The expectation that
organizational commitment might serve as an intervening variable between perceived
mequity and associated feelings of resentment, on the one hand, and behavioural
withdrawal, on the other, 1s supported by various previous studies For example, in an
extensive review of the hterature on absenteeism, Brook (1986) found support for a
mediating role of orgamizational commitment i the relationship between mequuty
perceptions and absenteersm. In addition, Rosin, and Korabik (1991, 1995) demonstrated
that when managers felt that their expectations of the job had not been met, their level of
commitment to the organization was reduced, which, in turn. predicted mtention to leave.

1.3 Hypothetical model and sample

The conceptual model that gmdes the present research 1sillustrated in figure 1. With respect
to absenteeism, a prospective design was featured by using objective recordings of absences
for each individual employee The model was tested among mental health care
professionals. Burnout 1s recognized as a chronic and extensive problem in the mental
health field; in addition high turnover rates have also been reported, exceeding 60 % each
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year (Ben-Dror, 1994) The absence percentage in the field of mental health care 15 currently
the highest m The Netherlands (1.e. 9%), compared to other areas of health care.
Nevertheless, hardly any research has been carried out on absenteeism and turnover in the
mental health field. Studying these behaviours from a social exchange perspective might be
particularly relevant among human service professionals, because they often have high
expectations of their jobs (e.g. about autonomy, support or collegiahity at work, contacts
with people) (Cherniss, 1980). When these expectations clash with harsh reality (e.g. low
autonomy and support, aggression and violence, and disablement of co-workers), mental
health care workers maght be particularly vulnerable to perceptions of mequuty in the
employee-organization relationship and violations of the psychological contract.

2. Method

2.1.  Participants and procedure

The current study was conducted among 90 health-care professionals who were employed
in 2 Dutch community mental health centre (33 males, 53 females, and 4 participants whose
gender was unknown). The response rate was 85%. Among them were 7 psychiatrists, 20
psychologists and psychotherapists, 7 paediatricians, 37 social workers, and 15 supporting
assistants. The mean age was 40.9 yeats (SD = 7.35 years; range = 2661 years), and the
mean duration of employment was 8.0 years (SD = 6.6 years; range = 0-26 years). All
subjects participated voluntarily m a survey. Questionnaires were filled m and returned by
mail. It was strongly emphasized that the questionnaires would be treated confidentially.

2.2, Measures

2.2.1. Percerved mequitable employment relationship: This was measured by five survey
items: (1) ‘I mvest more in my work than I get out of 1t’; (2) ‘I exert myself too much
considering what I get back in return’, (3) ‘ For the efforts I put into the organizauion, I get
much m return’ (reversed); (4) If I take mnto account my dedication, the orgamization ought
to give me a better practical traming; and (5) In general, the benefits I receive from the
organization outweigh the effort I put m 1t (reversed). Participants responded on a 5-point
scale, ranging from ‘I disagree completely’ (1) to ‘I agree completely’ (5) (M = 2.03;
SD = .64) The internal consistency was sufficient (o = .76). Stmilar measures of perceived
mequity have been employed in research on burnout (Schaufelr et al, 1996, Van
Dierendonck, Schaufeli, and Buunk, 1996)

2.2.2. Feelings of resentment. Feelings of resentment were measured by seven survey items
concerning feelngs of (1) ‘mndignauon’, (2) ‘rancour’, (3) ‘anger’, (4) ‘unfairness’, (5)
‘disappomntment’, (6) ‘grievance’, (4) and (7) ‘hurt’ Parucipants mdicated on a 7-point
scale, rangmg from ‘not at all’ (1) to ‘very strongly’ (7) to what extent they experienced
these feelings (M = 2.4; SD = 1.1) The nternal consistency was good (& = .93). The same
measure has been used 1n a previous study of Geurts ef al. (1994b).

2.2.3.  Poor organizational commitment This was measured by a selectron of four :tems from
the Organizational Commitment Questionnaire (Mowday et al., 1979): (1) ‘I talk up this
organization to my friends as a great organization to work for (reversed); (2) ‘I could just
as well be working for a different organization as long as the type of work was similar; (3)
It would take very httle change in my present circumstances to cause me to leave this
organization, and (4) ‘Deciding to work for this orgamzation was a definite mistake on
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my part’. A 5-point scale was used ranging from ‘I disagree completely’ (1) to ‘I agree
completely’ (5) (M = 2.28; SD = .80) The mternal consistency was satisfactory (o0 = .70).

2.2.4. Turnover intention. Turnover mtention was measured using the two survey items
that were based on Spector, and Jex (1988; cf. Sagie, 1998): ‘ With what level of certainty
do you intend to leave this organization within the next year for another type of job (item
1)/for a similar type of job (item 2) ?” Participants indicated on a 6-point rating scale their
level of certanty, ranging from ‘0% (certainly not)’ (1) to ‘100% (certanly)’ (6)
(M =1.77; SD = 1,09). The internal consistency was acceptable (o = .65).

2.2.5. Absenteeism: Absenteeism was measured objectively by calculating the number of
absence occurrences from organizational records for each indivaidual worker during a full
12-month period immediately following the survey (M = 1.79, SD = 2.17). The absence
frequency measure had a skewness and a kurtosis of above 1 (skewness = 1.78;
kurtosis = 4.08) In order to approach a normal distribution of this measure, a log10
transformation was performed (Aiken, and West, 1991), resulting 1n an acceptable skewness

and kurtoss of .36 and —1.00, respectively.

2.3, Data analysis
In order to assess the hypothesized mediating role of resentment and poor organizational

commitment, as presented in figure 1, three regression models were tested. A variable
functions as a mediator if (1) the relationship between the independent varniable and the
mediator is significant, (2) the relationship between the independent variable and dependent
variable 1s ssgmificant, and (3) when controlled for the impact of the mediator, a previous
sigmficant relationship between the independent and dependent variable 1s no longer
significant (complete mediation), or 1s substantially reduced but sull significant (partial
mediation) (James, and Brett, 1984; Baron, and Kenny, 1986) In the current study the first
two condiions for mediation were tested using correlational analyses The third condition
was tested by a series of three stepwise regression analyses with (1) “poor orgamzational
commutment’, (2) ‘absenteeism’ and (3) ‘turnover intenuon’ as dependent varables,
respectively.

In the first regression analysis ‘perceived mequity’ m the employment relationship was
entered 1n Step 1, followed by the proposed mediating variable ‘ feelings of resentment’ 1n
Step 2 In the second and third regression analyses, ‘ perceived inequity " in the employment
relationship was entered as independent variable in Step 1, followed by ‘feelings of
resentment’ m Step 2 and ‘poor organizational commitment’ i Step 3 as proposed
mediaung varrables To assess the overall fit of the empirical model that resulted from the
previous regression analyses, a covariance structure analysis was performed (LISREL-8,
Joreskog. and Sorbom, 1993), using a muxture of fit-indices (Bollen, and Scott Long, 1993,
Joreskog, 1993)- (1) the chisquare statistic (¥?), (2) the Adjusted Goodness-of-Fit Index
(AGFI; Joreskog, 1993), with values equal to or greater than .95 indicating a close fit
(Browne, and Cudeck, 1993), (3) the Root Mean Square Error of Approximation
(RMSEA, Browne, and Cudeck, 1993), with values lower than .05 indicating a close fit
(Browne, and Cudeck, 1993), (4) the Non-Normed Fit Index (NNFI; Bentler, and
Bonett, 1980), mndicating the incremental fit of a particular model as compared to a null
mode] that assumes zero relationships among the variables. Values less than .90 usually
mean that the model can be improved substantially, and (5) the Comparative Fit Index
(CFI, Bentler, 1990), wath a 0—1 mterval, in which the value 1 stands for a perfect model

P
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fit This index seems to be one of the best mndices m the context of model misspecifications
and variations 1n sample size.

3. Results

3.1.  Correlational analyses

Table 1 shows the Pearson zero-order correlations of all variables mcluded m the
hypothetical model. Table 1 shows that both preconditions for the proposed mediating role
of feelings of resentment were met: (1) perceived mequuty in the employment relationship
(independent varnable) was significantly related to feelings of resentment (mediating
variable) (r = .56, p < .001); and (2) percerved mequity mn the employment relationship
(independent varsable) was significantly related to both absenteeism (r = .34, p < .01) and
‘turnover ntention’ (r = .24, p < .05) (dependent variables). Also both preconditions for
the proposed mediating role of poor organizational commitment were met: (1) perceived
mequuty in the employment relationship and feelings of resentment (independent variables)
were smignificantly related to poor orgamizational commitment (mediating variable)
(r= 48, p < .001, r = 47, p < .001, tespectively); and (2) in addition to perceived
mequity, the vanable feelings of resentment was also sigmificantly related to both
absenteeism (r = .23, p < .10) and turnover intention (r = 22, p < .05).

3.2.  Stepwise regression analyses

Next, the proposed mediating roles of both feelings of resentment and poor organizational
comnutment were tested by a series of three stepwise regression analyses. The results are
presented 1n table 2 In the first stepwise regression analysis the proposed mediating role of
feelings of resentment was tested by regressing poor organizational commitment (dependent
variable) on both percerved mmequity (mmdependent variable) and feelings of resentment
(mediating variable) The results show that the previously significant relationshup between
percetved mequity and poor orgamzational commitment (r = 48, p < .001) was sub-
stantially reduced, when the varable feelings of resentment was entered in the regression
equation. The results of Step 2 show that both perceived mequity (f = .32, p < .01) and
feelings of resentment (f = .29, p < .01) contributed significantly to the variance explamed
m poor organizational commitment, indicating that the relationship between perceived
mequity and poor organmizational commutment was partially mediated by feelngs of
resentment.

In the second stepwise regression analysis the proposed mediating roles of feelings of
resentment and poor organizational comnutment were tested by regressing absenteeism
(dependent variable) on perceived mequity (independent variable), feelmngs of resentment
and poor organizational commitment (mediating variables). The results show that the

Table 1  Zero-order correlations

1 2 3 4
1 Perceived mequity 100
2 Feelings of resentment 56%** 100
3 Poor organizational commitment ABHx*x ATHx* 1.00
4 Absenteeism 34%* 231 .15 100
5 Turnover intention 24 22% 56x** 09

Tp < 10, *p < 05, ¥*p < .01, ***p < 001 {two-tailed tested)
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Step 3 The proposed mediating variable ‘poor orgamzational commitment” 1s entered 1n the regression analysis
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Figure 2. The empirical model (standardized regression coefficients) ?p < .05; *p < .01,
4p < 001 (two-tailed test)

significant relationship between perceived inequity and absenteersm (r = .34, p < .01) was
not substantially reduced when the variables feelings of resentment (Step 2) and poor
organizational commtment were entered in the regresston equation (Step 3). The results of
Step 3 show that only perceived mequity (f = .31, p < .01) contributed sign:ficantly to the
variance explamed 1n absenteeism, indicating that the relationship between perceived
mequity and absenteeism was not mediated by feelings of resentment nor by poor
organizational commitment.

In the third stepwise regression analysis similar steps were taken as in the second
regression analysis, but with turnover intention as dependent variable. The results show that
the previously sigmficant relationship of percerved mequity with turnover intention
(r = .24, p < 01) was reduced when the variable feelings of resentment was entered n the
regression equation (Step 2). However, neither perceived mequity nor feelings of
resentment contributed significantly to the variance explammed n turnover intention. The
results of Step 3 show that the previously significant relationships of perceived inequity
(r = .24, p < .05) and feelings of resentment (r = .22, p < .05) with turnover intention
were no longer significant when poor organizational commitment was entered n the
regression equation. Only poor organizational commitment (f = .58, p < .001) contrib-
uted significantly to the variance explained in turnover intention, mdicating that the
relanonships of percerved mequity and feelings of resentment with turnover intention was
Sfully mediated by poor organizational commitment.

33. Integral test of the emprrical model

Finally, a covariance structure analysis was performed to assess the overall fit of the
empirical model that resulted from the previous regression analyses. The goodness-of-fit
measures indicated that the empirical model fitted the data very well (¥3(2) = .70, p = .98,
AGFIL = 99, RMSEA = .00, NNFI = 1.00, CFI = 1.00). All modification mdices were
below the value of 1, indicating that the fit could not be further improved Figure 2 shows
the standardized regression coefficients of the empirical model The results show that three
out of the six hypotheses were supported by the data collected from mental health care
professionals. The more mequitable they perceived therr exchange relationship with the
orgamzation to be, the more feelings of resentment they experienced (hypothesis 1:
B= 56, p<.001). Feelings of resentment were positively associated with poor
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organizational commitment (hypothesis 4: f=.29, p <.01), which was, m turn,
positively associated with turnover intention (hypothesis 6: f = .56, p < .001). There was
no support for the assumption that the more feelings of resentment were experienced, the
more often employees would be absent (hypothests 2) and the more likely they would be
to leave the orgamization (hypothesis 3). Nor was there any evidence for a positive
relationship between poor organizational commitment and absenteessm (hypothesss 5). In
addition, two unexpected relationships appeared to be sigmificant. The more mequitable
employees percerved their exchange relationshup with the organization to be, the more
often they were absent (f = .32, p < .01), independent of feelings of resentment or their
level of commitment to the organization. Furthermore, percerved inequity m the
employment relationship was directly and positively related to poor orgamzational
commiutment (f = .34, p < .01)

4. Discussion

41 Major findings and conclusions

The aim of the present study was to test a social exchange model that relates perceived
mequity in the employee-organization relationship with subsequent absenteersm and
wrnover mntention. From the perspective of equity theory. the perception of inequity
would generate an unpleasant emotional state, hike feelings of resentment, that, 1n turn,
would result in absenteeism and turnover intention. In addition to both behavioural
withdrawal reactions to feelings of resentment, poor organizational commitment was
mcluded as a psychological withdrawal reaction, and was supposed to precede both
behavioural withdrawal reactions The authors’ central hypothesis was therefore that both
feelings of resentment and poor organizational commtment would play an mtervening
role 1n the relationship between perceived mequity m the employment relationship and
subsequent absenteersm and turnover mtention.

The results showed that, as was expected (hypotheses 1 and 4), the relationship between
perceived mequity and poor organizational commitment was partially mediated by feelings of
resentment. This result suggests that mental health care professionals cope with feelings of
resentment by reducing their level of identification with and mmvolvement m the
organization. This finding 1s consistent with the stress-stramn-coping framework of Lazarus,
and Folkman (1984), where perceived mequity can be viewed as stressor, feelings of
resentment as a particular strain, and poor organizational commitment as a way of coping
Although the experience of resentment was a sufficient condition for the occurrence of poor
organizational commitment, 1t was not a necessary condition Poor orgamzauonal
commitment was also a direct response to perceived mequity i the employment
relationship, mndependent of feehings of resentment. From an equity perspective (Adams,
1965, Walster et al.. 1978), poor orgamizational commitment should, therefore, not only be
regarded as a way of coping with an unpleasant emotional state, but also as a direct attempt
to reduce one’s contributions to the organization in order to restore an equitable exchange
relationship.

The results further showed that the relanonship of percerved inequity in the employment
relationship with turnover intention was not mediated by feelings of resentment, as was
expected (hypotheses 1 and 3). Poor organizational commitment, however, did play the
expected mtervening role i thus relationship (hypotheses 4 and 6). In fact, the relationship
of perceived mequity and associated feelings of resentment with turnover intention was
fully mediated by this intervening vanable, indicating that poor orgamzational com-
mitment was not only a sufficient, but also a necessary, condition for turnover intentions to
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develop. This 15 1n hne with previous studies that demonstrated that poor orgamzational
commitment was not only a strong precursor of turnover mtention, but also a crucial
intervenmng varniable n the relationship between perceived unfulfilled expectations of
reciprocity i the employee-organization relationship and turnover intentions (Rosin, and
Korabik, 1991, 1995).

Finally, no support was found for the proposed mednting role of both feelings of
resentment (hypothesis 2) and poor orgamizational commutment (hypothesis 5) i the
relationship between percetved mequity i the employment relattonship and absenteeism.
In fact, there appeared to be a strong direct linkage between perceived mequity and
absenteeism, suggesting that absenteeism should be considered as a direct actempt to restore
an equitable exchange relationship rather than a way of copmg with an unpleasant
emouonal state The lack of a sigmficant relationship between poor organizational
commutment and absenteeism 1 this study adds up to previous research m which
mconsistent findmgs and often modest correlations were found concerming this relationship
(see for a critrcal review, Fitzgibbons, 1992) Some recent studies suggest that this might be
explamed by the use of different concepts of orgamizational commitment. There are
mdications that affective commitment (referring to one’s emotional attachment to the
orgamization) 1s a more consistent and strong precursor of subsequent absenteeism than
contmnuance commitment (referring to a general awareness of the costs associated with
leaving the organization) (Gellatly, 1995, Somers, 1995). The measure used m the current
study probably reflects more the latter type of commitment. In addition, a study conducted
by Sagie (1988) demonstrated that only voluntary absenteeism (e g. uncertified sickness), as
opposed to mvoluntary absenteersm (e g certified sickness and family obligations), was
predicted by poor organizational commitment Absence registration in The Netherlands,
however, does not allow the authors to make such a distinction

To conclude, i the current study the authors have tried to illuminate the dynamc
relationships between perceived mequity in the employment relationship, an affectuve
mntervemng variable and psychological and behavioural withdrawal reactions It has been
shown that the relationship between perceived mequity and turnover intention was fully
medhated by poor organizational commutment, which was, m turn, partially triggered by
feelings of resentment that were associated with percetved mequity In contrast with
expectations, there was a strong direct lmk between mequity m the employment
relationship and absenteeism. not mediated by resentment and poor orgamizational
commtment Although absenteeism and turnover mtention can both be considered to be
behavioural attempts to restore an equitable exchange relationship with the organization,
these reactions apparently differ 1n their underlying dynamics Whereas absenteeism seems
to be a calculatve and direct response to perceived inequity, turnover mtention s not With
poor orgamuzational commitment being partially triggered by an unpleasant emotional
state and bemng a necessary antecedent of turnover mtention 1n reaction to percerved
mnequity, one mught speculate that affective processes might underlie this relationship. A
plaustble explanation mughr be that reporting sick 1s a rather uncomplicated way of coping
immediately with an mequitable situation, whereas developing thoughts about leaving the
organizanon mvolves a long-term process of re-evaluating one’s attachment to the
orgamzation, gaming emouonal distance and making a major decision to actually leave

4 2. Limitations
It has to be recogmzed that the present research has several hmitations. First, although a
prospective design was used with respect to absenteeism, all other variables were assessed
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cross-sectionally This means that, despite the use of covariance structure modelling, no
firm basis 1s provided from which causal inferences among these variables can be drawn A
longitudmal design should be employed to provide more clarity about these pomnts. A
fruitful approach was followed by Van Dierendonck er al (1996) whose longitudinal
analysis provided stronger evidence for mequity as an antecedent of burnout, rather than
the other way around Second, this study relied heavily on self-report measures that could
mcrease the problem of common method vartance Unfortunately, one cannot test the
strength of this type of vartance. but several findings recently reported n the literature
(Spector, 1992; Seminer, Zapf, and Greif, 1996) indicate that common method variance 1s
not as troublesome as one might expect 1n this kind of study A related 1ssue concerns the
way m which some measures have been operattionalized. In future research the authors
would recommend, for example, the use of the full Orgamizanonal Commnutment
Questionnaire (Mowday er al , 1979), rather than the four items included n the current
study In addinon, the measure of mequity mn the employment relationship could be
mmproved, for mstance by mcluding investments and outcomes that are more spectfic to the
particular workplace (Sparks, and Cooper, 1999) Finally, a rather small sample consisting
of mental health professionals working 1 one specific commumty centre was used
Therefore. some caution must be applied 1n generalizing the results of this study unul the
empirical model has been cross-valhidated i1 similar and other occupational groups

43 Suggestions for future reseaich

At least three suggestions for future research can be made First, the authors have focused
primarily on withdrawal reactions to percerved mequity m the emplovee-orgamzation
relannonship These reactions can be considered both passive and (from an organizational
pomt of view) racher destructive coping strategies It would have been mterestng to also
mclude more actuive and constructive attempts to restore an cquitable emvloyment
relationship, for instance. by discussing one’s negative experience of mequity with the
supertor m order to reach some sort of agreement This ty pe of strategy can be referred to
as considerate “voice n the exit-vorce-lovalty model (Hirschman, 1970, Hagedoorn, Van
Yperen. Van de Vliert, and Buunk, 1999) A related suggesuon would be to wmiclude
objective measures of performance as possible responses to percened mequity  Previous
research suggests, for mstance, that performance might play a rolv w1 the relationships of
mequity with withdrawal behaviours, for mstance, as a consequence of orgamizauonal
commitment and as an antecedent of turnover (DeCouus, and Summniers, 1987)

A second suggestion for future research would be to nclude vanables that may operate
as moderating factors m the relauonship between percerved mequity, resentment and
various reacuons aimed at equity restoration A study by Van Yperen er al (1996) has
shown. for mstance. that an mrolerant group absence norm may operate as a buffer to
reporting sick m response to percetved inequity Moreover, various studies have shown that
job sausfaction and job mvolvement may operate as moderating factors m che relatonship
between poor orgamzational commitment and absenteersm (Mathieu, and Kohler, 1990,
Sagie, 1998)

A final suggesuon for future research 1s to differenniate berween varous kinds of
organizational commutment {e g atfective and contmuance commitment) in a model that
relates percewed mequty to withdrawal behaviour

To sum up, by addressing (1) other (more constructive and objective) behavioural
reactions to percerved mequaity, (2) the role of possible moderatng factors, and (3) various
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types of organizational commitment as possible intervening variables, our understanding of
the dynamics that underlie the relationship between perceived inequity in the employment
relationship and behavioural reactions could be further improved

References

Apsams, ] S (1965) Inequity mn social exchange In L Berkowitz (Ed ). Advances n Experimental
Social Psychology, Vol 2 (pp 267-299) New York Academic Press

AIeN, L S, & West,S G (1991) Muluple Regression  Testing and Interprenng Interactions Newbury
Park, CA Sage

Ancie, H L, & Perry, J L (1981) An empirical assessment of orgamzational commitment
Adnumstrative Scrence Quarterly, 26, 1-14.

AqQuino, K , GrirretH, R W, ALLEN, D. G, & Hom, P. W. (1997) Integrating justice constructs into
the turnover process a test of referent cogmtions model Academy of Management Journal, 40,
1208-1227

Baron, R M, & Kenny, D A, (1986) The moderator-mediator distinction mn social psychological
research Conceptual, strategic, and statistical consideration Journal of Personality and Social
Psychology, 51, 1173-1182

Ben-Dror, R (1994) Employee turnover m community mental health organization A
developmental stages study Community Mental Health Journal, 30, 243-257.

BENTLER, P M (1990) Comparattve fit indexes in structural models Psychological Bulletin, 107,

238-246
BenTier, P M, & Bonerr, D G (1980) Significance tests and goodness of fit in the analysis of
covariance structures Psychological Bulletin, 88. 588606 .

Brau, P M (1964) Exchange and Power m Soctal Life New York Wiley

Borien, K A, & Scotr Long, J (1993) Introduction In K A Bollen, & J Scott Long (Eds ),
Testing Structural Equation Models (pp 1-9) Newbury Park, CA Sage

Brooke, P P (1986) Beyond the Stcers and Rhodes model of employee attendance Acadenty of
Management Review, 11, 345-361

BrowNE M W, & Cupeck, R (1993) Alternative ways of assessing model fit In K A Bollen, &
J Scott Long (Eds ), Testing Strictiral Equation Models (pp 136-162) Newbury Park, CA
Sage

Buunk, A P, & Janssen, P P M (1992) Relauve deprivation, career 1ssues and mental health
among men i mudlife Journal of Vocattonal Behavior, 40, 338-350

Cuapwick-Jongs. ] K NicHOLsON, N , & BrowN, C (1982) Soctal Psychology of Absenteersti New
York Praeger

CHerniss, C (1980) Professional Bumnout s Human Service Orgamzations New York Pracger

DeCotus, T A, & Summers, T P (1987) A path analysis of a2 model of the antecedents and
consequences of orgaruzational commutment Human Relations, 40, 445-470

Drrrricd, J E, & Carrerr, M R (1979) Organizational equity perceptions, employee job
satisfaction, and departmental absence and turnover rates Orgainizattonal Beliavior and Hman
Perforance, 24. 29-40

EISENBERGER, R, HUNTINGTON, R, HUTCHINSON, S, & Sowa, D (1986) Pcrceived organizational
support Journal of Appled Psychology, 71, 500-507

Etzion1, A (1961) A Conparative Analysis of Complex Orgamzations New York The Free Press

FestinGer, L (1957) A Theory of Coguitive Dissonance Stanford Stanford University Press

Frrzciseons, D E (1992) A cntical recxamination of employec absence The impact of relational
contracting, the negotiated order, and the employment relationship Research in Persounel and
Human Resources Management, 10, 73-120

ForGer, R, & Konovsky, M A (1989) Effects of procedural and distributive justice on reactions to
pay rawse decisions Academy of Management Journal, 32, 115-13C

Gerratiy, I R (1993) Individual and group determunants of employec absentecism  Test of a causal
model Journal of Orgamzatonal Behavior, 16 469-485

Geurts, S A, BUuuNk, A P, & ScHaureLr, W B (1994a) Health complaints, social comparisons
and absentceism Work and Stress, 8, 220234

Geurts, S A, Buunk, A P, & ScHaurer, W B (1994b). Social comparisons A structural
modchng approach Journal of Applied Soctal Psychology, 24, 1871-1890



266 S A Geurts et al

GBson, J. O (1966) Toward a conceptualization of absence behaviour of personnel in orgamzations
Admuustrative Science Quarterly, 2, 107-133

Guzzo, R A, Noonan, K A., & Erron, E (1994) Expatnate managers and the psychological
contract Journal of Apphed Psychology, 79, 617-626

Hackerr, R D, Bycio, P, & Guion, R M A (1989) Absenteelsm among hospital nurses An
1diographic-longitudimal analysys Acadesy of Management Journal, 32, 424—453

HAGEDOORN, M., Van YPERen, N W., VAN pDE ViERT, E, & Buunk, B P (1999). Employees’
reactions to problematic events a aircumplex structure of five categories of responses and the
role of job satisfaction. Journal of Organzational Behavior, 20, 309-321

Henorix, W. H, & SpeENCER, B A (1989) Development and test of a multivariate model of
absenteetsm Psychological Reports, 64, 923-938

Henprix, W H, Rosins, T., Miier, J, & Summers, T P (1999) Effects of procedural and
distributive justice on factors predictive of turnover Journal of Soctal Behaviour and Personality,
13, 611-632

Hitr, ] M M, & Trist, E L (1962) Industrial Accidents, Sickness and Other Absences Tawistock
Pamphlet no, 4 London. Tavistock

Hirscuman, A O (1970) Exit, Voice and Loyalty Responses to Decline n Firms, Orgamizations and
States Cambnidge, MA Harvard University Press

James,L R, & Brerr,] M (1984) Mediators, moderators, and tests for mediation. Journal of Applied
Psychology, 69, 307-321

Jonns, G (1997) Contemporary research on absence from work Correlates, causes, and
consequences InC L Cooper,andI T Robertson (Eds ), International Review of Indusinal and
Orgamzational Psychology, Vol 12 (pp 115-173) New York John Wiley

Joreskoc, K G (1993) Testing structural equanon models In K A Bollen, & J. Scott Long (Eds ),
Testing Structural Equation Models (pp 294~316) Newbury Park, CA Sage

Joreskoc, K G, & Sorsom, D (1993) LISREL 8 User's Reference Guide Chicago. Scientific
Software International

Kouier, S S, & Marruieu, ] E (1993) Individual charactenstics, work perceptions, and affective
reactions mfluences on differenciated absence criteria Journal of Organizational Behavior, 14,
515-530

Konovsky, M A, & PucH, S D (1994) Ciuzenship bchavior and social exchange Academy of
Management Journal, 37, 656-669

Lazarus, R S. & Forkman, S (1984) Stress, Appraisal and Coping New York Springer

Linp, E A, & Tyeer, T R (1988) The Social Psychology of Procedural Justice New York Plenum
Press

MatHieu. | E| & Zajac, D M (1990) A review and meta-analysis of the antccedents, correlates,
and consequences of orgamizational commitment Psychological Bullenn, 108, 171-194

MEYER | P & Arten, N J (1997) Conmtmtusent 1 the Workplace Theory, Practice, and Application
Thousand Oaks. CA Sagc

Morcan, L G, & HermaAN, ] B (1976) Pcrceived consequences of absenteeism Journal of Apphied
Psychology, 61, 738-742

Mowpay, R T (1991) Equity theory predictions of bechavior m orgamizations In L W Porter
(Ed ), Motivation and Work Behavior New York McGraw-Hill

Mowpay, R T, Steers, R M, & Porter, L W (1979) The mcasurement of organizational
commutment Journal of ¥ocational Behavior, 14, 224-247

OrwpnaMm, G R, Kuiik, C T, AmBroOSE, M L, StepiNa, L P, & Branp, J F (1986) Relations
between job facet comparisons and employee reactions Orgamzational Behavior and Human
Decision Processes, 38, 28—47

Pearce, J L, & PorTER, L W (1986) Employee responscs to formal performance appraisal
feedback Journal of Apphed Psychology, 71, 211-218

PriTcHARD, R D (1969) Equaty theory A review and cniuique Organizational Behavior and Human
Perjornance, 4, 176211

Ranparr, D M (1990) The comsequences of orgamzational commtment Methodological
nvestigation ]ournal of Organizational Behavior, 11, 361-378

Rosinson, S L, & Rousseau, D M (1994) Violaung the psychological contract Not the exception
but the norm Jourual of Orgamzational Behavior, 15, 145-259

Rosin, H, & Korasig, K (1991) Workplace vanables, affective responses, and sntention to leave
among women managers Journal of Occupational Psychology, 64, 317-330

|
i
}




Absenteersm, turnover itention and inequity in employment relationships 267

RosiN, H , & Korasig, K (1995) Organizational experiences and propensity to leave A multivanate
mvestigation of men and women managers. Journal of Vocational Behavior, 46, 1-16

Rousseau, D. M, & Parks, ] M (1993) The contracts of ndividuals and orgamzations In
L Cummings, & B Staws (Eds.), Research m Orgamzational Behavior, Vol 15 (pp. 1-43)
Greenwich, CT JAI

Rutte, C G, & MEssick, D M (1995) Anintegrated model of perceived unfairness in orgamzatrons,
Soctal Justice Research, 8, 239261

SAGIE, A (1998) Employee absenteeism, orgamzational commtment and job satisfaction  Another
look Journal of Vocational Behavior, 52, 156171

ScHaureL, W B, Van DierenpONCK, D, & Van Gore, K (1996) Burnout and reciprocity
Towards a dual-level social exchange model. Work and Stress, 10, 225-237

SEmMMER, N, Zapr, D, & GrE, S. (1996) ‘Shared job strain’ A new approach for assessing the
validity of job stress measurements Journal of Occupational and Organizational Psychology, 69,
293-310

Somers, M J (1995). Orgamzational commutment, turnover, and absenteeism An examnation of
direct and indirect effects Journal of Organizational Behavior, 16, 49-58

Searks, K, & Coorer, C. L (1999). Occupational differences in the work-stram relatonship
Towards the use of situation-speaific models. Journal of Occupational and Organizational
Psychology, 72, 219-229

SPECTOR, P E. (1992) A consideration of the vahdity and meaning of self-report measures of job
condinons In C L Cooper, & [ T Robertson (Eds ), International Review of Industrial and
Orgamizational Psychology (pp 281-328) Chuchester Wiley & Sons

SPECTOR, P. E , & Jex, S M. (1988) Relation of job stressors to affective, health, and performance
outcomes a companson of multiple data sources Journal of Applied Psychology, 73, 11-19

Steer, R P., & OvaLrtg, N K. (1984) A review and meta-analysts of research on the relationship
between behawioral mtentions and employee turnover Journal of Appled Psychology, 69,
673-686.

Syrorr, J, Lopewikx, H, Franssen, E, & GERsTEL, | (1993) Orgamizational commtment and
satisfaction with work among transferred employees An apphcation of referent cogmtions
theory Social Justice Research, 6, 219-234

Terr, R P, & MEYER, ] P (1993) Job satisfaction, orgamizational commutment and turnover Path
analyses based on meta-analytic findings. Personnel Psychology, 46, 252-293

TuiBauT, ] W, & KeLLey, H H (1959) The Social Psychology of Groups New York John Wiley

Van DIERENDONCK, D, ScuaureLr, W B, & Buunk, A P. (1996) Inequity among human service
professionals Measurement and relation to burnout Basic and Applied Social Psychology, 18,
429-451

Van YPEReN, N W, HAGEDOORN, M , & GEURTS, S A E (1996) Intent to leave and absenteeism as
reactions to perceived mequity The role of psychological and social constramts Journal of
Occupational and Orgamzational Psychology, 69, 367-372

WarLsTer, E , WarLsTerR, G W , & BerscHEID, E (1978) Equity Theory and Research Boston, MA
Allyn and Bacon

Submutted January 1998
Rewised version accepted May 1999



