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Abstract

Organizational justice, a critical aspect of organizational behavior, significantly influ-
ences employees’ behavior, including job satisfaction and job performance. This study 
investigates the impact of organizational justice (specifically procedural, distributive, 
and interactional justice) on social loafing, with the moderating effect of organization-
al ethical culture on the relationship between organizational justice and social loafing. 
To achieve the study’s objectives, a quantitative research method utilizing a structured 
questionnaire was employed to test the proposed hypotheses. Of the 750 question-
naires distributed to employees of five-star hotels in Amman City, Jordan, 527 were 
returned, yielding a 70% response rate. As predicted, the results of the main hypothesis 
(β = 0.827, t = 26.21, p < 0.01) indicate that organizational justice has a statistically 
significant impact on reducing social loafing. The three dimensions of organizational 
justice also showed significant impact in reducing social loafing: procedural justice 
(β = 0.315, t = 4.371, p < 0.000), distributive justice (β = 0.321, t = 5.751, p < 0.000), 
and interactional justice (β = 0.268, t = 5.426, p < 0.000). Regarding the moderating 
effect, the hierarchical multiple regression analysis demonstrates that organizational 
ethical culture moderates the relationship between organizational justice and social 
loafing behavior. These results confirm that organizational justice is critical to enhanc-
ing employees’ self-efficacy; more specifically, procedural justice, which encompasses 
the processes and methods used in decision-making, conflict resolution, and resource 
allocation, is of paramount importance.
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INTRODUCTION

Employees represent a vital resource for organizations, and their job 
performance significantly impacts organizational success, particu-
larly within the hotel industry. Ensuring employee justice is a signifi-
cant challenge for modern organizations, particularly as workforces 
become more diverse. Employees will be more satisfied and motivated 
when they believe that they have received fair evaluation and compen-
sation for their work. Applying justice values within an organization 
is fundamental to fostering positive employee behaviors and attitudes 
and motivating them to exert genuine effort and remain committed 
to the organization. However, Hyusein and Eyupoglu (2023) asserted 
that the hotel industry’s features, which rely on teamwork to provide 
customers with high-quality services, can result in negative behaviors, 
such as social loafing. Social loafing can occur during team activities. 
This tendency can have many harmful effects, including a loss of or-

© Hamza Khraim, 2026

Hamza Khraim, Ph.D., Professor, 
Business Administration Department, 
Faculty of Business, Amman Arab 
University, Jordan.

JEL Classification M12, M14, L21

Keywords procedural justice, interactional justice, distributive 
justice, social loafing, ethical culture, five-star hotels, 
Jordan

Type of the article: Research Article

LLC “СPС “Business Perspectives” 
Hryhorii Skovoroda lane, 10, 
Sumy, 40022, Ukraine

This is an Open Access article, 
distributed under the terms of the 
Creative Commons Attribution 4.0 
International license, which permits 
unrestricted re-use, distribution, and 
reproduction in any medium, provided 
the original work is properly cited.

www.businessperspectives.org

BUSINESS PERSPECTIVES

Conflict of interest statement:  

Author(s) reported no conflict of interest



2

Problems and Perspectives in Management, Volume 24, Issue 2, 2026

http://dx.doi.org/10.21511/ppm.24(2).2026.01

ganizational citizenship, commitment, satisfaction, loyalty, and overall job performance. Analyzing the 
elements that lead to this behavior within businesses is essential for reducing its destructive impacts. 
Social loafing occurs when individuals fail to contribute their full effort, leading to decreased efficiency 
and productivity, ultimately reducing overall performance. Additionally, it can cause conflicts and dis-
agreements, damaging relationships among team members. Previous research has primarily focused on 
positive attitudes and behaviors associated with organizational justice, such as organizational commit-
ment and citizenship activity. This study addresses a gap in the literature by highlighting the detrimen-
tal consequences of organizational justice, including social loafing. 

1. LITERATURE REVIEW  

AND HYPOTHESES

Achieving justice among employees is one of the 
most challenging issues facing contemporary 
companies due to the diversity of human resourc-
es’ cultural, cognitive, and economic backgrounds. 
Cropanzano et al. (2007) defined organizational 
justice as “employees’ perceptions of whether they 
are treated fairly within the organizational envi-
ronment.” Chen et al. (2024) asserted, “In essence, 
organizational justice reflects an individual’s sub-
jective perception of an enterprise’s fairness across 
decision-making, operations, evaluation, and in-
centive mechanisms.” Organizational justice is a 
critical component of an organization’s social and 
psychological framework and serves as the foun-
dation for organizational success and human re-
source retention. Given the significant impact that 
employees’ perceptions of justice or injustice can 
have on organizational performance, addressing 
and understanding these perceptions is essential 
for organizations. An increased sense of injustice 
among employees can result in numerous negative 
outcomes, including reduced job satisfaction, low-
er organizational citizenship behaviors, dimin-
ished organizational commitment, and decreased 
job performance. In contrast, a heightened sense 
of justice among employees fosters greater trust 
in the management of the organization and a 
stronger belief that their rights will be secured. 
Organizational justice is one of the most effective 
administrative tools because it creates the neces-
sary conditions for organizational success and 
serves as a pivotal factor in achieving it. Etemadi 
et al. (2015) identified three categories of organi-
zational justice inside organizations. Distributive 
justice refers to the equitable distribution of out-
comes received by employees. Procedural justice 
is defined as the perceived fairness of the formal 
decision-making procedures used in a group. 

Interactional justice refers to the perceived fair-
ness of interpersonal treatment that a member re-
ceives from other members. In this context, em-
ployees feel highly satisfied, are more motivated to 
perform their assigned tasks excellently, and en-
gage more actively. 

Organizational justice is critical, especially in 
companies where employees are required to joint-
ly provide services, and the effort is rather over-
lapping. Hyusein and Eyupoglu (2023) asserted, 

“Modern workplaces, especially in the hotel in-
dustry, often involve teamwork and networking 
activities, impacting efficiency and productivity.” 
When employees work in groups and perceive in-
justice or feel that their efforts are unappreciated, 
this provokes various types of counterproductive 
behaviors and elicits neglectful responses. The 
neglect reaction passively allows conditions to 
deteriorate and includes absenteeism, decreased 
effort, and an increasing rate of mistakes. In the 
early 1900s, Ringelmann (1913) was the first to 
observe this psychological phenomenon in action. 
He revealed a remarkable finding: individual per-
formance is significantly greater than collective 
group performance, which declines substantially 
as group size increases. Ringelmann (1913) identi-
fied this phenomenon and coined the term social 
loafing. He defined social loafing as the tendency 
of individuals to be less productive when working 
in groups than when working alone. According 
to Kravitz and Martin (1986), this definition im-
plies that individual performance surpasses group 
performance but does not emphasize the perfor-
mance differences between the two. Karau and 
Williams (1993) refined the concept of social loaf-
ing by considering both individual and collective 
effort, describing it as the reduction in effort that 
occurs when people work in groups rather than 
alone. According to Alam et al. (2015), social the-
ory suggests that group members influence one 
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another’s actions; if a team member perceives that 
others are not working hard enough, they may re-
duce their own efforts, thereby reinforcing the so-
cial loafing phenomenon.

Social loafing is considered a significant contribu-
tor to the spread of administrative corruption, as 
lazy individuals tend to disregard organizational 
rules and work regulations (Hasegawa et al., 2016). 
Several factors contribute to the prevalence of so-
cial loafing, some related to employees’ abilities, 
behaviors, and personal principles, and others 
linked to organizational issues. Charbonneau et 
al. (2017), Hasegawa et al. (2016), and Kumari and 
Pandey (2011) argue that one primary cause of so-
cial loafing and other undesirable employee be-
haviors is the lack of fair and appropriate salaries, 
which fosters a perception of unfair treatment. 

According to DeVaro (2016), social loafing in-
volves an individual’s intentional deviation from 
work responsibilities due to personal interests, 
lack of financial incentives, or the perception that 
their efforts are not fairly compensated. These fac-
tors lead individuals to deliberately neglect their 
duties, waste work time, relax excessively, exhibit 
sluggishness, and fail to perform assigned tasks, 
often due to psychological or organizational fac-
tors that contribute to their disengagement. This 
behavior often stems from a perception that in-
centives are insufficient and that their efforts are 
not adequately compensated, leading to neglect of 
duties, wasted work hours, and reluctance to per-
form tasks. In summary, social loafing can be de-
fined as employees’ failure to comply with official 
working hours, neglect of assigned tasks, indiffer-
ence in handling work and interpersonal matters, 
slackness, and insufficient effort to complete du-
ties due to organizational factors. 

Lakshitha and Priyankara (2025) categorized so-
cial loafing into three types: engagement loafing, 
performance deficit loafing, and excuse loafing. 
Engagement loafing is defined as low engage-
ment, which includes limited involvement, inac-
tive meeting participation, and limited conversa-
tion. Performance deficiency loafing manifested 
itself as inferior quality job performance, unfin-
ished submissions, and procrastination. Excuse 
loafing identified purposeful avoidance practices 
in which individuals relied on repeated reasons. 

Accordingly, reducing social loafing is a major 
challenge in modern workplaces, as it negatively 
affects the affective outcomes of teams (Hyusein 
& Eyupoglu, 2023). Furthermore, imposing pun-
ishment on an employee without explaining the 
reason fosters indifference and disregard for work-
place rules, which in turn results in laziness in 
job performance. Hyusein and Eyupoglu (2023) 
further assert that in a team setting, some chal-
lenging goals require concerted effort to enhance 
performance. However, teams may sometimes 
include members exhibiting unethical behaviors 
such as social loafing, often stemming from poorly 
defined organizational processes. 

Thanh and Van Toan (2018) explored the relation-
ship between organizational justice and social 
loafing in organizations. Their findings demon-
strated that procedural justice and distributive 
justice significantly contributed to reducing social 
loafing. In contrast, social loafing was unaffected 
by interactional justice and systemic justice, sug-
gesting that employees pay less attention to these 
aspects. Edrees et al. (2023) examined the influ-
ence of procedural justice on turnover intention 
and social loafing behavior among employees 
working at various hotels in Saudi Arabia. The re-
sults showed that procedural justice significantly 
and negatively influences social loafing behavior. 
Furthermore, procedural justice significantly and 
negatively influences turnover intention. They 
concluded that procedural justice is an important 
factor for any organization seeking to reduce so-
cial loafing behavior. 

Chen et al. (2024) found that social loafing among 
company employees is negatively influenced by 
organizational justice. Employees with a strong 
sense of organizational justice believe they are 
treated fairly by the company and that their in-
dividual efforts are appropriately evaluated and 
recognized. Awee et al. (2024) examined how or-
ganizational justice (procedural, distributive, and 
interactional) affects social loafing among pri-
vate sector employees in Malaysia. Their results 
showed that procedural, distributive, and inter-
actional justice negatively influence social loafing 
behavior. Organizations can prevent social loaf-
ing by promoting justice, providing training to 
enhance trustworthiness, and considering team 
composition. Muala et al. (2022) aimed to evaluate 
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the impact of organizational justice on turnover 
intention. The results indicated a positive correla-
tion between organizational justice and turnover 
intention. Similarly, Al Shibly and Bakir’s (2023) 
study explored how the dimensions of organiza-
tional justice (distributive, procedural, and in-
teractional justice) affect organizational trust in 
Jordanian insurance companies. Their primary 
findings demonstrated that all three dimensions 
have a statistically significant effect on organiza-
tional trust. 

Daryono and Foertsch (2023) revealed that social 
loafing significantly affects performance at the 
Central Java National Police School. Their find-
ings indicate that a higher degree of social loafing 
is typically associated with lower levels of individ-
ual achievement for both individuals and groups. 
Alghamdi et al. (2024) investigated the impact of 
social loafing on job performance in Egyptian 
five-star hotels. They found social loafing to be 
a harmful behavior that leads to reduced perfor-
mance in workplace environments and negative-
ly affects employees’ productivity. Elshaer et al. 
(2023) found that social loafing plays a major role 
in the high turnover intentions among tourism 
employees, adversely affects employee and work 
job satisfaction, and increases the likelihood of 
employees losing their positions. Hijazin’s (2020) 
study aimed to examine servant leadership effects 
on influences on loafing in private hospitals in 
Jordan, using happiness as a moderating variable. 
The study found that servant leadership has a neg-
ative impact on loafing, and that effect is amplified 
by strengthened organizational happiness.

Regarding the moderating variable, Huhtala et al. 
(2015) state that an ethical organizational culture 
fosters a positive work environment that promotes 
well-being, including increased work engagement. 
Ethical culture refers to a distinct set of organiza-
tional values that regulate immoral and unethical 
behaviors (Treviño & Weaver, 2003). Previous re-
search has consistently shown that deviating from 
ethical standards can result in unfairness, injus-
tice, and inequality within organizations (Meyers, 
2004). Zhang et al. (2009) confirmed that a posi-
tive culture encourages ethical behavior, whereas 
an unfair culture may lead to unethical and un-
desirable actions. Kaptein (2009) explains that an 
ethical organizational culture defines the ethical 

norms of the workplace by integrating the prac-
tices, skills, expectations, and goals of employees 
to maintain an ethical climate and prevent ille-
gitimate conduct. Finally, Alghamdi et al. (2024) 
emphasize that adopting ethical strategies in ho-
tel management can reduce social loafing, foster 
a healthy work environment, and ultimately im-
prove job performance. The service sector, char-
acterized by intangibility and low task visibility, 
tends to experience higher levels of social loafing. 
This occurs because individuals often struggle to 
recognize their contributions to the overall suc-
cess of the team. 

The focus of this study will be on five-star hotel em-
ployees in Amman City, Jordan, who serve as the 
backbone of these hotels. Working in hotels often fos-
ters a spirit of camaraderie and teamwork (Hyusein 
& Eyupoglu, 2023). The team must rely on one an-
other to ensure the seamless execution of daily tasks, 
with each individual contributing unique skills and 
efforts to achieve a common goal. The hospitality 
sector is characterized by demanding conditions, in-
cluding long working hours, weekend and holiday 
shifts, and the necessity of providing excellent cus-
tomer service. These factors contribute to high em-
ployee dissatisfaction, which disrupts workflow and 
negatively impacts guest satisfaction. 

Based on the above literature, organizational justice 
plays a pivotal role in creating a healthy environ-
ment in organizations by implementing distribu-
tive, procedural, and interactional justice among 
employees to enhance satisfaction and reduce so-
cial loafing and other negative attitudes within the 
organization, thereby contributing to an ethical 
culture that upholds and supports justice. 

Consequently, the objective of this paper is to in-
vestigate the impact of implementing organiza-
tional justice on reducing social loafing in five-star 
hotels and examine the moderating effect of ethi-
cal culture on this relationship.

The above observations logically lead us to pro-
pose the research model (Figure 1) and the follow-
ing hypotheses are proposed:

H1: Organizational justice has a significant im-
pact on reducing employees’ social loafing 
behavior at the significance level of α ≤ 0.05.
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H1.1: Distributive justice has a significant impact 
on reducing employees’ social loafing behav-
ior at the significance level of α ≤ 0.05.

H1.2: Procedural justice has a significant impact 
on reducing employees’ social loafing behav-
ior at the significance level of α ≤ 0.05.

H1.3: Interactional justice has a significant impact 
on reducing employees’ social loafing behav-
ior at the significance level of α ≤ 0.05.

H2: Organizational ethical culture has a signifi-
cant moderating effect on the relationship 
between organizational justice and employ-
ees’ social loafing at the significance level of α 
≤ 0.05.

2. METHOD

The current study employs a descriptive-analyt-
ical methodology. The analytical approach in-
volves data analysis following the distribution of 
the study instrument (the questionnaire) to the 
sample population. The study population con-
sists of employees working in five-star hotels in 
Amman. According to the Ministry of Tourism 
and Antiquities, there are 23 five-star hotels in 
Amman, with a total of 5,773 employees (Tourism 
Quarterly Report, 2025). A stratified random sam-
pling technique was used. Based on the sample 
size calculation table (Sekaran & Bougie, 2016), 
the allowable margin of error for this study is 0.05. 
So, 750 questionnaires were distributed to employ-
ees at the largest five-star hotels in Amman. A to-
tal of 527 questionnaires were returned, resulting 

in a 70% response rate. Questions measuring the 
organizational justice variable were adopted from 
previous studies. The questionnaire includes three 
dimensions of organizational justice: distributive 
justice (5 items), procedural justice (7 items), and 
interactional justice (5 items). For social loafing, 
a 10-item questionnaire was used to measure the 
variable. Regarding organizational ethical culture, 
an eight-item scale was used. To ensure the reli-
ability of the questionnaires, internal consistency 
coefficients for each domain were calculated us-
ing Cronbach’s alpha. Table 1 presents the reli-
ability coefficients for the questionnaire domains. 
The Cronbach’s alpha values ranged from 0.835 
to 0.916, indicating high reliability for the over-
all questionnaire, which consists of 35 items. The 
data from the research sample’s responses to the 
questionnaire items were analyzed using SPSS 
software. Various statistical techniques, including 
hypothesis testing, descriptive statistics, and reli-
ability analysis of the study instrument, were ap-
plied. An analysis of the sample members’ demo-
graphic responses was conducted by calculating 
the frequencies and percentages of all responses, 
as presented in Table 2.

To evaluate the suitability of the study model for 
linear regression analysis and parametric tests, 
multiple linear correlation and autocorrelation 
tests were conducted. The multicollinearity test 
assesses the degree of near-perfect linear corre-
lation among two or more independent variables, 
which can inflate the R² coefficient, making it ap-
pear larger than its true value. Accordingly, the 
coefficient values were calculated for all indepen-
dent variables and the adjusted model in the study. 
The results are presented in Table 3.

Figure 1. Research model

Organizational Justice

Social Loafing

H01

Organizational Ethical Culture

Distributive Justice

Procedural Justice 

Interactional Justice 

H1.1

H1.2

H1.3

H02
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Table 3 shows that the correlation coefficients 
between the variables range from 0.059 to 0.069, 
which is less than 0.80, indicating no significant 
linear correlation between the variables. This find-
ing is further supported by the variance inflation 
factor (VIF) values for the independent variable 
dimensions, as presented in Table 4.

Table 4. Variance inflation factor and tolerance

Dimensions VIF Tolerance

Distributive Justice 1.031 .925

Procedural Justice 1.291 .740

Interactional Justice 1.156 .891

Table 4 shows that the variance inflation factor 
(VIF) values for all variables ranged from 1 to 
10, and the tolerance values ranged from 0.1 to 1, 
indicating no multicollinearity among the study 
variables.

3. RESULTS

The first main hypothesis (H01) stated that orga-
nizational justice has a significant impact on em-
ployees’ social loafing behavior at the significance 
level α = 0.05. To test this hypothesis, regression 
analysis was conducted to assess the impact of or-

Table 1. Reliability coefficients 

Variable Dimensions No. of Items Internal consistency reliability Source

Organizational Justice
Distributive Justice 5 619.0 Bettencourt et al. (2005)
Procedural Justice 7 648.0 Colquitt et al. (2006)
Interactional Justice 5 358.0 Karatepe (2006)

Social Loafing 10 109.0 George (1992)
Ethical Organizational Culture 8 895.0 Ardichvili et al. (2012)

Table 2. Respondents’ demographic profile

Frequency %

Gender 

Male 316 59.9

Female 211 40.1

Age

22–30 225 42.7

31–40 172 32.6

41–50 101 19.2

More than 51 29 5.5

Level

Manager 10 1.90

Manager Assistant/HOD 65 12.3

Supervisor 91 17.3

Employee 361 68.5

Education Level
High school/Diploma 255 48.4

Undergraduate 224 42.5

Postgraduate 48 9.1

Working Experience

1-3 years 59 11.2

9-4 years 148 28.0

15-01 years 217 41.2

More than 16 years 103 19.6

Table 3. Correlation matrix of variables

Variable Organizational Justice Social Loafing Ethical Organizational Culture
Organizational Justice 1

Social Loafing 0.069 1

Ethical Organizational Culture 0.065 0.059 1



7

Problems and Perspectives in Management, Volume 24, Issue 2, 2026

http://dx.doi.org/10.21511/ppm.24(2).2026.01

ganizational justice on employees’ social loafing 
behavior. Table 5 presents the results, which indi-
cate a statistically significant impact of organiza-
tional justice on social loafing, as evidenced by an 
F value of 229.10, exceeding the critical value of 
2.24 and significant at the α ≤ 0.05 level, confirm-
ing the model’s significance. The R² value of 0.671 
indicates that the dimensions of organizational 
justice explain 67.1% of the variance in employees’ 
social loafing behavior in five-star hotels in Jordan. 
The correlation coefficient (R = 0.826) further con-
firms a strong relationship between organizational 
justice and employees’ social loafing. The results 
demonstrate that organizational justice has a sig-
nificant impact on employees’ social loafing (R² = 
0.671, t = 26.21, p < 0.001); therefore, we accept hy-
pothesis H01.

Table 6 presents the statistical tests for the sub-
hypotheses. Regarding sub-hypothesis H1.1, the 
results demonstrate that distributive justice sig-
nificantly influences employees’ social loafing 
(β = 0.321, t = 5.751, p < 0.001); thus, we accept 
H1.1. For the second sub-hypothesis, H1.2, the 
results reveal that procedural justice significant-
ly affects employees’ social loafing (β = 0.315, t = 
4.371, p < 0.001); consequently, we accept H1.2. 
Concerning the third sub-hypothesis, H1.3, the 
results indicate that interactional justice has a 
significant impact on employees’ social loafing 
(β = 0.268, t = 5.426, p < 0.001); therefore, we 
accept H1.3.

To test the second hypothesis, a hierarchical mul-
tiple regression analysis was conducted to exam-
ine whether organizational ethical culture moder-
ates the relationship between organizational jus-
tice and social loafing in five-star Jordanian hotels, 
using a significance level α ≤ 0.05. The results are 
presented in Table 7.

As shown in Table 7, there is a difference between 
the R² values for the first model (0.472) and the 
third model (0.262). The results of the hierarchi-
cal multiple regression analysis for the first model 
are based on the correlation coefficient (R = 0.685), 
indicating a strong relationship between organi-
zational justice and social loafing, with an F-value 
of 122.86 at a significance level of α = 0.05. The 
standardized regression coefficient was β = 0.828, 
and the coefficient of determination (R² = 0.472) 
indicated that organizational justice accounted for 
47.2% of the variance in social loafing. In the sec-
ond model, the correlation coefficient (R = 0.267) 
suggested a significant relationship between orga-
nizational ethical culture, as a moderating vari-
able, and social loafing. The F-value of 215.25 in-
dicates that the effect of organizational ethical 
culture on social loafing was positive and statisti-
cally significant. The coefficient of determination 
(R² = 0.553) indicates that changes in social loaf-
ing are explained by organizational ethical cul-
ture, with a standardized regression coefficient (β) 
of 0.804. The third model included organizational 
ethical culture as a moderating variable. The cor-

Table 5. Regression analysis to test the impact of organizational justice on social loafing

Main Hypothesis R R2 β F Sig. t Sig. Decision

H01: OJ → SL .826 .671 .827 229.10 .000 26.21 .001 Accepted

Note: Dependent variable: social loafing. *Significant at the level (a ≥0.05).

Table 6. Statistical test for sub-hypotheses

Sub-Hypothesis R R2 β F Sig. t Sig. Decision

H1.1:DJ → SL .667 0.496 0.321 211.75 .000 5.751 .000 Accepted
H1.2: PJ → SL .710 0.624 0.315 227.11 .000 4.371 .000 Accepted
H1.3: IJ → SL .694 0.502 0.268 235.62 .000 5.426 .000 Accepted

Note: OJ: Organizational Justice, SL: Social Loafing, DJ: Distributive Justice, PJ: Procedural Justice, IJ: Interactional Justice.

Table 7. Hierarchical multiple regression analysis results
Model R R2 β F T Sig.

1 0.685 0.472 0.828 122.868 19.800 .000

2 0.267 0.553 0.804 215.255 16.114 .000

3 0.446 0.262 0.874 132.580 18.793 .000
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relation coefficient (R = 0.446) showed a moder-
ate increase, and the coefficient of determination 
increased by 25.8%. The F-statistic value of 132.58 
indicated that this effect on social loafing was sta-
tistically significant.

Therefore, organizational ethical culture moder-
ates the relationship between organizational jus-
tice and social loafing by 21%, increasing the ef-
fect size from 0.262 to 0.472. The total variance 
is calculated as the difference between the third 
and first models. Therefore, we accept the second 
hypothesis: Organizational ethical culture has a 
significant moderating effect on the relationship 
between organizational justice and employees’ so-
cial loafing at a significance level of α = 0.05.

4. DISCUSSION 

This study investigated the impact of organization-
al justice on social loafing behavior among em-
ployees of five-star hotels in Jordan. Additionally, 
the moderating effect of organizational ethical 
culture on the relationship between organiza-
tional justice and social loafing behavior was ex-
amined. The findings of this study supported all 
the proposed hypotheses. The first main hypoth-
esis (H1), which examined whether organization-
al justice (distributive, procedural, and interac-
tional) affects social loafing, revealed that proce-
dural justice had the strongest effect, followed by 
distributive and interactional justice. Procedural 
justice is essential for the effective implementa-
tion of the other two types of organizational jus-
tice. Furthermore, the results indicate that these 
three dimensions of justice explain 76.3% of the 
variance in employee social loafing behavior (R² = 
0.763). These findings are consistent with those of 
Awee et al. (2024), Etemadi et al. (2015), Thanh and 
Van Toan (2018), Lin and Huang (2009), and Liden 
et al. (2004).

The results of the first sub-hypothesis (H1.1) re-
vealed that distributive justice has a significant 
impact on employees’ social loafing behavior. 
Employees who perceive that incentives are dis-
tributed fairly based on their efforts are less likely 
to engage in social loafing, which is the tendency 
to exert less effort when working in a group. Fair 
incentive distribution promotes equal treatment, 

motivating employees to actively participate in 
group tasks while reducing the likelihood of loaf-
ing. When employees perceive justice, they de-
velop a stronger sense of loyalty and responsibil-
ity toward their team, which helps prevent social 
loafing. Employees who believe in distributive jus-
tice are less likely to engage in social loafing; they 
are motivated by fair pay and rewards, equitable 
workloads, and fair responsibilities assigned by 
management. Providing employees with appro-
priate feedback and recognition for their achieve-
ments improves their perception of distributive 
fairness, which influences their work behavior. 
These findings align with those of Himmetoğlu et 
al. (2022), Thanh and Van Toan (2018), and Liden 
et al. (2004). 

The second sub-hypothesis (H1.2) examines the 
impact of procedural justice on social loafing be-
havior. The results supported the hypothesis, in-
dicating that justice is not only about the fair dis-
tribution of outcomes but also about the fairness 
of the decision-making processes through which 
top management makes decisions. These process-
es must be implemented equally and fairly among 
staff, be free of bias, comply with ethical stan-
dards, and address the needs of staff employees. 
Employees’ perceptions of the fairness of policies 
and processes influence their performance expec-
tations, which in turn affect the effort they invest 
in their work. Moreover, involving employees in 
decision-making enhances their perception of 
procedural justice. This result underscores proce-
dural justice as a critical component of organiza-
tional justice. The result is inconsistent with the 
studies of Colquitt et al. (2001), Edrees et al. (2023), 
and Al Shibly and Bakir (2023).

Concerning the third sub-hypothesis (H1.3), the 
results indicated that any increase in the practice 
of interactional justice would decrease social loaf-
ing among hotel employees. Interactional justice, 
which involves fair and respectful treatment from 
top management, significantly impacts social loaf-
ing by either increasing or decreasing it. Higher 
levels of interactional justice foster trust and ef-
fort, thereby reducing loafing; employees expect 
management to treat them as they treat others. A 
manager who selectively extends respect and inti-
macy to some employees while neglecting others 
will be perceived as unfair and can lead employees 
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to withhold effort in response to injustice or a lack 
of care. Therefore, we accept the third sub-hypoth-
esis. This finding aligns with the studies of Muala 
et al. (2022), Al Shibly and Bakir (2023), and Mert 
et al. (2022). Finally, concerning the second hy-

pothesis, the revealed results show that organiza-
tional ethical culture has a significant moderating 
impact on the relationship between organizational 
justice and social loafing. The result is in line with 
Hyusein and Eyupoglu (2023).

CONCLUSION

This paper investigates the impact of implementing organizational justice on reducing social loafing in 
five-star hotels and examines the moderating effect of ethical culture on this relationship.

The revealed results show that organizational justice has a statistically significant impact on reducing 
social loafing. The results of the three dimensions of organizational justice (procedural, distributive, 
and interactional justice) also revealed a significant impact on reducing social loafing. The results show 
that organizational ethical culture moderates the relationship between organizational justice and social 
loafing behavior.

The study highlights the critical role of organizational justice and its dimensions (procedural, interac-
tional, and distributive) on reducing social loafing among five-star hotel employees. Procedural justice 
had the greatest impact on reducing employees’ social loafing. Procedural justice ensures a fair process 
effect and increases collaboration, confidence, and compliance even in the face of negative decisions. 
Therefore, hotel managers should exercise procedural justice with all employees to boost satisfaction. 
Finally, creating and maintaining an ethical organizational culture is necessary in the hotel industry 
since it is a labor-intensive industry dependent on employee interaction. Hence, hotel managers should 
eliminate all incentives for social loafing behavior to engender appropriate teamwork in the workplace.
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