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A considerable amount of research
has been devoted to the manner in
which individuals cope with stressful
situations in daily organizational life.
Coping includes behavioral, cogni-
tive, and emotional efforts to manage
external and/or internal demands
and primarily aims to manage stress
and restore equilibrium (Lazarus and
Folkman, 1984). As coping research
has evolved, some researchers (see

Lazarus, 1999) have focused on the
trait-like aspect of coping, emphasiz-
ing the stable coping styles of individ-
uals. Others have taken a state or sit-
uational approach, emphasizing the
dynamic feature of coping and view-
ing coping as a process (Lazarus and
Folkman, 1984; Billings and Moos,
1984). Still others take a middle
ground, treating coping patterns as
relatively stable, situation-specific
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styles that individuals develop over
time and deploy in stressful situations
(Koeske et al., 1993).

Coping strategies cannot be under-
stood in a generalized sense (Lazarus
and Folkman, 1984; Folkman et al.,
1986). Instead, coping is context-spe-
cific and, therefore, a coping strategy
can be effective or ineffective, gen-
erating different consequences in dif-
ferent situations. Nevertheless, the
preponderance of research in the
coping literature has focused on in-
dividual differences such as person-
ality types (e.g., Suls and David,
1996), negative affectivity (e.g., Lee et
al., 1993), self-efficacy (e.g., Jex et al.,
2001), and coping resources (e.g.,
Gowan et al., 1999) as antecedents of
coping strategies. Far less research
has directly assessed the relationship
between situational factors and indi-
viduals’ choice of coping strategies.
This is an important omission, for not
only do individuals perceive and in-
terpret potentially stressful cues from
the environment (Lazarus, 1991), but
context may also determine which
coping strategy works best for individ-
uals given the immediate situation
(Koeske et al, 1993; Palinkas and
Browner, 1995). Thus, in order to ad-
dress this issue, we examine one or-
ganizational context variable on an
individual’s choice of a particular
coping strategy. Specifically, we ex-
amine the relationship between pro-
cedural justice and escapist coping.
We also examine three affective out-
comes of escapist coping: job satisfac-
tion, strain, and intent to turnover.
This study enhances the existing lit-
erature in two ways. First, to the best
of our knowledge, this study is the
first to explore the effect of perceived
contextual factors (i.e., procedural
justice), rather than individual differ-
ences on individual coping strategies.

Second, it contributes to the turnover
literature by examining the mediat-
ing process through which proce-
dural justice influences intentions to
turnover.

We begin with a brief discussion of
procedural justice and escapist cop-
ing, followed by the proposed rela-
tionships to affective outcomes and
intentions to turnover. We then pres-
ent our expected hypotheses and
findings. Finally, we conclude with a
discussion of the potential implica-
tions for managers and offer direc-
tions for future research.

PROCEDURAL JUSTICE

Procedural justice, the degree to
which fair procedures are perceived
to be present and used in an organi-
zation (Lind and Tyler, 1988), re-
quires individuals be given the
chance to participate in decision
making, be given adequate explana-
tions for decisions, and have a clear
understanding of what their roles are
(Kim and Mauborgne, 1997). In re-
cent years, there has been a signifi-
cant amount of research regarding
the role of procedural justice on im-
portant organizational outcomes
such as organizational citizenship be-
havior (Spector and Fox, 2002; Moor-
man, 1991), organizational commit-
ment (Rhoades et al., 2001; Flaherty
and Pappas, 2000), job satisfaction
(Fields et al, 2000), and intent to
turnover (Roberts et al, 1999). Con-
sistent findings indicate that proce-
dural justice is related to positive in-
dividual and organizational outcomes
and a lack of justice is associated with
negative outcomes, including higher
absenteeism  (Cropanzano  and
Greenberg, 1997) and greater inten-
tions to quit (Konovsky and Cropan-
zano, 1991). Despite these consistent
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findings, very few studies have specif-
ically looked at underlying psycholog-
ical and affective mechanisms by
which procedural justice functions.
This is a significant omission because
by understanding the underlying
mechanisms generating turnover,
companies can better predict actual
turnover (Mobley et al.,, 1979) and,
therefore, manage it. We examine
the role of procedural justice on cop-
ing strategies and ultimately inten-
tions to turnover.

COPING STRATEGIES AND
ESCAPIST COPING

Coping strategies have been de-
fined and operationalized in a variety
of ways. Suggesting that different cop-
ing strategies serve different func-
tions such as avoiding, confronting,
or analyzing, Lazarus and Folkman
(1984) distinguished between emo-
tion-oriented coping and problem-
oriented coping. Using a similar clas-
sification, Latack (1986) distin-
guished control coping, often re-
ferred to as problem-solving, from es-
capist coping. Problem-solving cop-
ing refers to proactive actions and
cognitive reappraisals that are take-
charge in tone. Examples include de-
vising schedules, setting priorities,
and asking for qualified assistance.
Escapist coping refers to coping pat-
terns that suggest an avoidance
mode, characterized by cognitive re-
appraisals or actions intended to es-
cape a situation or the accompanying
feelings.

Disengaging or intending to move
away from the stressor reflects the di-
rection of coping taken by the indi-
vidual (Begley, 1998) and resonates
with an escapist/avoidant coping
style (Latack, 1986). Coping efforts
reflecting this style include attempts

to stop or cover up the feelings gen-
erated by the stressor, and removing
thoughts of the stressor from one’s
mind (Begley, 1998). Thus, escapist
coping, in contrast to problem-solv-
ing coping, excludes any efforts to
change or adapt to the stressor, but
instead includes engaging in wishful
thinking and emotional adjustment,
or trying to avoid the stress-inducing
situation through passive behavioral,
cognitive and/or emotional re-
sponses.

Individuals use both problem-solv-
ing and escapist forms of coping (Co-
hen and Edwards, 1989). Research on
coping effectiveness has consistently
found that, in general, escapist cop-
ing is not as effective for reducing ex-
perienced stress as control-oriented
coping (e.g., Billings and Moos, 1984;
Latack, 1986). Some evidence sug-
gests control-oriented strategies act as
work stress buffers and individuals
who rely exclusively on avoidant or es-
capist strategies report higher levels
of negative consequences, including
burnout, job dissatisfaction, physical
symptoms, and intentions to quit
(Koeske et al., 1993). To a large ex-
tent, escapist coping is considered an
inadequate way of coping since it is
directly and positively related to both
physical and mental dysfunction (De
Jong and Emmelkamp, 2000), in-
creased burnout, and leaving one’s
profession (Anshel, 2000; Leiter,
1991). However, other research (e.g.,
Latack and Havlovic, 1992) suggests
that escapist coping is not necessarily
a negative strategy. For example,
studies (Howard et al., 1975; Seiler
and Pearson, 1984) suggest exercise
and relaxation techniques are helpful
in the overall coping process. Addi-
tionally, cognitive approaches to es-
capist coping may be valuable in sit-
uations where the individual is not
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ready to actively undertake the prob-
lem, or where the situation is resistant
to change (Buunk and Ybema, 1995;
Latack and Havlovic, 1992; Lazarus
and Folkman, 1984). We now turn
our focus to examining the relation-
ship between coping styles and per-
ceptions of organizational justice at
work.

PROCEDURAL JUSTICE AND
ESCAPIST COPING

Situational factors may strongly in-
fluence an individuals’ choice of cop-
ing strategies. Individuals actively
seek social cues and norms for appro-
priate behaviors. For example, Dut-
ton, Ashford, O’Neill, Hayes, and
Wierba (1997) found that in response
to organizational change, middle
managers assess context favorability
before they decide whether or not to
sell issues to top management, and
that middle managers are less likely
to push an issue when they believe
that there are risks of hurting their
images in doing so. Similarly, individ-
uals may deploy certain coping strat-
egies in assessing and reacting to
some stressful situations. Different
coping strategies carry different
“‘costs and benefits,” and a particular
coping strategy becomes attractive
when the benefits outweigh the costs
(Schoenpflug and Battmann, 1988).
Considering the influence of situa-
tional factors on an individual’s cop-
ing reactions, it is reasonable to ex-
pect that, in situations characterized
with either high or low procedural
justice, an individual is likely to use
certain types of coping strategies with
different frequencies.

We expect greater procedural jus-
tice is associated with decreased use
of escapist coping. First, procedural
justice enhances employees’ trust in

the organization and their supervi-
sors and, therefore, facilitates a har-
monic working environment (Kim
and Mauborgne, 1998), in which they
feel ‘‘safe”’ to take charge. Fair pro-
cedures, reflecting trust and respect,
are associated with increased coop-
eration (Aquino et al, 1997). Thus,
situations characterized by proce-
dural justice and, therefore, trust and
mutual support, enable individuals to
perceive more support for their ef-
forts, which makes problem-solving
efforts more likely and escapist cop-
ing less attractive.

Second, greater procedural justice
gives clear cues regarding desirable
and punishable behaviors. People
who perceive greater procedural jus-
tice are likely to believe that abiding
by the rules increases the likelihood
of achieving desired goals. Therefore,
they are more likely to take overt,
goal-directed actions, and engage in
proactive activities rather than avoid-
ance when confronted by stressful sit-
uations. Such an expectation is con-
sistent with conflict management
literature (Rahim et al, 2000) sug-
gesting that employees who perceive
the presence of organizational justice
use positive and cooperative behav-
iors more frequently.

Alternatively, Edwards (1992,
1998) offers an explanation of how a
lack of procedural justice may lead to
individual tendencies to use escapist
coping. In Edwards’ model, the dis-
crepancy between the current state of
the individual and the desired state
affects psychological well-being and
activates coping, which seeks to re-
store well-being directly or alter the
source of stress. For example, when
employees perceive that organiza-
tional policies are not followed (i.e.,
low procedural justice), they are
likely to perceive little or no control.
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Feelings of powerlessness will, in
turn, spur individuals to find a
method of coping that restores a
sense of cognitive and emotional bal-
ance. In sum, actual or perceived low
procedural justice constrains an in-
dividual’s ability to alter the source of
stress, making escapist coping the
more accessible option.

Finally, inequities can arise from
low procedural justice, generating
stress for employees (Spector and
Goh, 2001). As stress levels increase,
individuals rely on less objective in-
formation and focus more on nega-
tive cues conveyed by the situation
(Staw et al., 1981). In such circum-
stances, negative emotions, such as
anxiety and fear, emerge, further mo-
tivating avoidance thoughts and ac-
tions in individuals (Spector and Fox,
2002; Scheck and Kinicki, 2000). Per-
ceptions of low perceived procedural
justice and the accompanying frustra-
tion can enhance beliefs about the
difficulty to take action to change a
situation (Spector, 1975). Thus, a
lack of procedural justice may lead to
feelings of diminished control and in-
creased levels of stress and, therefore,
an increased use of escapist coping.

Hypothesis 1: Procedural justice is nega-
tively associated with escapist coping.

ESCAPIST COPING AND
AFFECTIVE OUTCOMES

For organizations, the damaging
effects of the negative relationship
between justice and escapist coping
emerge through employees’ affective
reactions and ultimately greater in-
tentions to turnover. Based on previ-
ous studies (i.e., Koeske et al., 1993),
we expected escapist coping to influ-
ence how people feel about their
jobs, specifically in terms of job satis-
faction and felt strain. As a passive

coping strategy, escapist coping fo-
cuses on the “‘self”’ in dealing with
stressors and leaves the source unto-
uched. Since escapist coping does not
involve proactive behaviors that try to
alter the stressor, the stressor contin-
ues to spawn negative emotions for
the individual.

Job satisfaction is the pleasant emo-
tional or affective state resulting from
the positive appraisal of one’s job ex-
perience (Locke, 1976; Weiss, 2002).
Positive emotions may increase job
satisfaction, whereas negative emo-
tions are likely to increase job dissat-
isfaction (Weiss and Cropanzano,
1996). Failing to attempt to alter the
stressor, individuals using more es-
capist coping are more likely to con-
tinue experiencing negative emo-
tions. For example, employee
problem drinking may minimize
one’s felt stress for a few hours, but
inevitably the negative emotions re-
turn as the effects of alcohol fade. Be-
cause the source of the stress is un-
changed, using such a strategy may
decrease an individual’s self-esteem
and self-efficacy and negatively influ-
ence job performance (Mangione et
al., 1998). Over time, people may at-
tribute negative outcomes to the work
environment (Ames, 1992) and feel
less job satisfaction. Thus, focusing
on escapist coping may contribute to
negative emotions and, therefore, job
dissatisfaction.

These relationships have been sup-
ported by previous research. For ex-
ample, Parasuraman and Hansen
(1987) found that escapist coping
strategies such as emotion-focused
and self-protective behaviors were as-
sociated with decreased job satisfac-
tion and increased felt stress. Previ-
ous research has also reported a
significant relationship between es-
capist coping strategies and job dis-
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satisfaction (Koeske et al., 1993; Mik-
kelsen et al., 2000). Consistent with
previous research, we expect escapist
coping to be associated with negative
personal outcomes.
Hypothesis 2: Escapist coping is negatively
associated with job satisfaction (H2a) and is
positively associated with job strain (H2b).

Hypothesis 3: Escapist coping mediates the
effects of procedural justice on job satisfac-
tion (H3a) and job strain (H3b).

AFFECTIVE OUTCOMES AND
TURNOVER

The relationships between coping
strategies and turnover have received
little attention (Begley, 1998). It is
reasonable to expect the coping strat-
egies that induce negative affect will
prompt intentions to leave. Numer-
ous studies have reported job dissat-
isfaction as a significant antecedent
to intentions to quit. Strains, such as
emotional exhaustion, are also ante-
cedents to employee absence and
turnover (e.g., Firth and Britton,
1989). We propose that negative af-
fective outcomes of escapist coping
mediate between coping and intent
to turnover. Such mediating effects
are partially supported by Dubinsky,
Dougherty, and Wunder (1990), who
found a sequential relationship from
role stress, to job dissatisfaction, to in-
tention to resign.

Hypothesis 4: Affective reactions (i.e., job

satisfaction and job strain) mediate the ef-
fect of escapist coping on intentions to quit.

METHOD
Sample and Procedures

Hotel managers working through-
out the southern and northeastern
United States voluntarily completed
anonymous surveys after regularly
scheduled staff meetings. A total of

107 questionnaires were distributed
and completed. Due to missing data,
the sample size was 105. The mean
age was 35, 55% of the respondents
were female, and average tenure on
the job was 14.5 years. Eighty-five per-
cent of the sample worked more than
40 hours per week.

Measures

Procedural Justice. ~Respondents
used a five-point scale to indicate
their agreement with five items
adapted from Moorman (1991). The
items were: ‘““The policies and proce-
dures are free of personal biases,”
“Policies and procedures in my com-
pany are fair,” “‘I have input into the
policies and procedures,” ‘““The pol-
icies and procedures are applied con-
sistently,” and ‘‘Overall, my com-
pany’s policies and procedures are
fair.”” Higher scores indicate greater
perceived procedural justice.

Escapist Coping. Respondents were
asked to think about the most stress-
ful situation at work they experienced
during the past week. They re-
sponded to the eight items of the
Ways and Coping Questionnaire (Folk-
man and Lazarus, 1988). Items were
scored on a five-point scale, where
higher scores indicate the respon-
dents used escapist or avoidant cop-
ing to a greater extent.

Job Strain. Respondents used a
seven-point scale to indicate their
agreement with five items adapted
from House and Rizzo (1972). An ex-
ample item is “‘I feel a great deal of
tension from my job.”” Higher scores
indicate greater job strain.

Job Satisfaction. Respondents used a
seven-point scale to indicate their
agreement with three items devel-
oped by Cammann, Fichman, Jen-
kins, and Klesh (1979; unpublished
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work, available by contacting lead au-
thor). One item was reverse coded.
An example item is ““All in all, I am
generally satisfied with my job.”
Higher scores indicate greater job sat-
isfaction.

Intentions to Turnover. Respondents
used a seven-point scale to indicate
their agreement with two items meas-
uring intent to quit (Mobley et al.,
1978; Mowday et al., 1984). The items
were, ‘I often think about quitting
my job’” and “‘I will probably look for
a new job in the next year.”” Higher
scores indicate a greater intent to
turnover.

Control Variables

Problem-solving Coping. Given that
individuals use both problem-solving
and escapist coping, we controlled
for problem-solving coping in order
to make our tests more conservative.
We asked respondents to think about
the most stressful situation at work
they experienced during the past
week. They responded to the six
items of the Ways and Coping Question-
naire (Folkman and Lazarus, 1988).
Items were scored on a five-point
scale, where higher scores indicate
the respondents reported more prob-
lem-solving efforts.

Negative Affectivity (NA). Consistent
evidence suggests NA influences in-
dividuals’ reactions to stressful con-
ditions (e.g., Brief et al., 1988; Parkes,
1990; Spector et al., 2000). Further,
researchers report that NA is nega-
tively related to the use of problem-
focused, control-oriented coping
(Lee et al, 1993), and positively re-
lated to escapism and avoidance
(Strutton and Lumpkin, 1993).
Therefore, we controlled for NA us-
ing the ten-item PANAS scale (Wat-
son et al., 1988). Respondents used a

five-point scale to indicate the degree
to which they generally felt the way
the item indicated. Sample items in-
cluded ‘‘irritable,” ‘‘nervous,”’” and
“upset.” Higher scores indicate
higher levels of negative affectivity.
Years of Full Time Employment. Be-
cause job tenure is consistently neg-
atively associated with voluntary turn-
over, we controlled for full-time years
on the job. A space was provided for
the managers to indicate the number
of years they have worked full-time.

RESULTS

Prior to testing our hypotheses, we
examined the data for completeness
and reliability. Table 1 presents the
means, standard deviations, and in-
tercorrelations of the study variables.
Alpha reliability coefficients are
shown along the diagonal and all
were greater than .70, indicating an
adequate level of agreement. Hypoth-
esis 1 predicted procedural justice is
negatively associated with escapist
coping behaviors. Regression results
are shown in Table 2. The overall
model was significant (F = 7.36, p <
.01). Controlling for years worked,
NA, and problem-solving coping, re-
spondents perceiving higher proce-
dural justice reported using less es-
capist coping (p < .05). Therefore,
Hypothesis 1 was supported.

Table 3 reports the results for hy-
potheses 2 and 3. Hypothesis 2 pre-
dicted that escapist coping is nega-
tively associated with job satisfaction
(H2a) and positively associated with
job strain (H2b). Using hierarchical
regression to test the hypotheses, we
entered years worked, NA, problem-
solving coping, and procedural jus-
tice in step 1, followed by escapist
coping in step 2. The results were sig-
nificant for both job satisfaction (F =
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Table 2

Regression Analysis for Escapist Coping

Independent Variable

B se

Years full time
Negative affectivity
Procedural justice
Problem solving

Model F
Overall R*

-.05 .01
36%*% 13
-22% .07
-.06 .09
7.36%*
25

Listwise deletion (N = 93)

* p <.05; ** p < .01 (one-tail)

8.70, p < .01) and job strain (F =
13.91, p < .01). Greater use of escap-
ist coping was negatively related to
job satisfaction (p < .05) and posi-
tively related to job strain (p < .01),
providing support for Hypothesis 2.
Hypothesis 3 predicted that escap-
ist coping mediates the effects of pro-
cedural justice on job satisfaction
(H3a) and job strain (H3b). Follow-
ing Baron and Kenny (1986), the re-
sults are shown in Table 3. First, pro-
cedural justice significantly predicted
job satisfaction but failed to signifi-
cantly predict job strain. Therefore,
we were able to test for a mediating
relationship for the job satisfaction
outcome only. Secondly, as discussed
above, escapist coping significantly
predicted job satisfaction. Finally, an
examination of the coefficient for
procedural justice in Table 3 indi-
cates that when escapist coping is en-
tered into the model, the effect of
procedural justice decreases but re-
mains significant. Thus, we found a
partially mediating effect for the job
satisfaction outcome (H3a), but no

support for the job strain outcome
(H3b).

Hypothesis 4 predicted that job sat-
isfaction and job strain mediate the
relationship between escapist coping
and intent to turnover. The results
are reported in the first block of Ta-
ble 4. Following Baron and Kenny
(1986), we found that after control-
ling for years of work, NA, problem
solving, and procedural justice in step
1, escapist coping is positively (p <
.01) related to intentions to leave (F
= 12.13, p < .01) (see step 2). Job
satisfaction negatively (p < .01) and
job strain positively (p < .01) predict
intentions to leave in step 3 (F =
16.93, p < .01). Finally, a review of the
coefficients and significance of escap-
ist coping in steps 2 and 3 indicates
that escapist coping is no longer sig-
nificant when the affective outcomes
are included in the model, providing
support for the mediating relation-
ship of H4.

To further analyze the results of
the mediating role of job satisfaction
and job strain, and to discern if the
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two mediators exhibited similar ef-
fects with escapist coping, we con-
ducted two additional regression
analyses using only job satisfaction
(second block of Table 4) or only job
strain (third block of Table 4) as a
mediator. Examining the results in
steps 2 and 3 indicates job satisfaction
partially mediated the effect of escap-
ist coping on intentions to leave (i.e.,
note the reduced significance of the
standardized beta). The results in the
third block of Table 4 indicate that
escapist coping is no longer signifi-
cant in step 3. Therefore, job strain
fully mediated the effect of escapist
coping on intentions to leave.

DISCUSSION

This study examines the relation-
ship among procedural justice, escap-
ist coping, and individuals’ subse-
quent affective and  cognitive
reactions in an attempt to illuminate
the underlying psychological and af-
fective mechanisms by which proce-
dural justice functions. An important
contribution of the study is our find-
ing that after controlling for coping
efforts, individuals are more likely to
use escapist coping when they per-
ceive their workplace to be low in pro-
cedural justice. These individuals,
seeking to escape and avoid an unjust
workplace, experience negative affec-
tive outcomes such as job dissatisfac-
tion and strain. Escapist coping be-
haviors are both directly and
indirectly linked to their intentions to
quit. Finding that job satisfaction par-
tially mediated the relationship be-
tween escapist coping and turnover
intentions supports a direct relation-
ship between escapist coping and
turnover intent. In other words, re-
gardless of the affective outcome, in-
dividuals who engage in escapist cop-

ing are more likely to want to quit
their jobs. However, we also found ev-
idence of an indirect relationship in
that individuals who resort to escapist
coping behaviors have greater inten-
tions to quit arising from feelings of
job dissatisfaction and strain. Given
that withdrawal cognitions signifi-
cantly predict actual turnover
(Aquino et al., 1997), these results un-
derscore the importance of fairness
in the workplace through its impact
on employees’ affect and cognitions.

The results are tempered, however,
by the limitations of our study. First,
we have exclusively used self-report
data. Future research may consider
using objective measures of proce-
dural justice to assess such contextual
factors. However, given that individ-
uals may perceive the same situation
differently, and only when the objec-
tive environment is perceived does it
enter into an individual’s construed
reality, self-report data may reveal the
relationships in a way more practi-
cally relevant. The cross-sectional na-
ture of the study is a second limita-
tion. It is reasonable to expect that
the influence of escapist coping on
negative affective experiences will be-
come stronger over time when the
stressors accrue. In addition, it will be
useful to determine through longi-
tudinal data whether, over time, lack
of procedural justice, escapist coping
and negative affective experiences
lead to higher rates of actual turno-
ver. At a minimum, replications are
needed to further substantiate the re-
sults reported here given that respon-
dents in the current study repre-
sented only one specific industry
(e.g., hospitality).

The information yielded in our
study provides valuable insight none-
theless, contributing to the literature
in several ways. First, this study is the
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first to link perceptions of procedural
justice to coping strategies. Future re-
search should explore other contex-
tual variables that influence choice of
coping strategies, such as climate, so-
cial support, and organizational pol-
itics. A second contribution of this
study is its examination of the medi-
ating role of coping and affective out-
comes in the procedural justice—in-
tention to turnover relationship.

The implications of this study to
practice are many. Past research has
demonstrated that factors influenc-
ing employee well-being can have a
substantial impact on the financial
health and profitability of an organi-
zation (Cooper and Cartwright, 1994;
Danna and Griffin, 1999). The find-
ings of this study suggest that proce-
dural justice is one factor that may in-
directly shape the well-being of
employees through dissatisfaction,
strain, and intentions to leave the or-
ganization. Therefore, the benefits of
ensuring fair organizational prac-
tices, and the perception thereof,

may result in significant savings to an
organization.

Previous research suggests that
companies should train their employ-
ees to be more proactive in coping
with workplace stress. For example,
De Jong and Emmelkamp (2000) re-
ported evidence that in an eight-week
stress management program, individ-
uals improved their coping skills and
reported less psychological distress.
However, our results suggest that sit-
uational conditions may significantly
influence employees’ coping strate-
gies. Thus, managers have a strong in-
centive to identify factors in the or-
ganization environment that may
contribute to employees’ perceptions
of procedural injustice prior to in-
vesting in such training. Finally, these
findings imply that managers may be
able to better predict and prevent
employee turnover by monitoring
employees’ perceptions of proce-
dural justice and taking appropriate
actions to improve these perceptions.
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