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Abstract 
This study examines the impact of LMX on frontline employees' 

turnover intention and citizenship behavior using organizational justice 

as a mediating variable and gender as a moderator. We collected data 

through a questionnaire-based survey from 345 employees working in 

hotels. The study found a significant association of LMX with 

organizational justice, turnover intention and citizenship behavior. In 

addition, gender was found to moderate the LMX-organizational 

justice, LMX-citizenship behavior and organizational justice-

citizenship behavior relationships. This study has implications for the 

human resource managers and practitioners of hotel industry. This 

study is perhaps the first attempt to examine the moderating role of 

gender between LMX and employees' work related outcomes.  

Key Word – Leader-member exchange (LMX), organizational justice, 

turnover intention, organizational citizenship behavior, hotel industry, 

gender differences, and hospitality sector.  

 

Introduction 

Sustainable service quality has become essential for the hospitality 

industry to perform well. The responsibility to perform well is shifted at 

the manager's end, as they are responsible to create positive work related 

relationships with their subordinates, particularly with the frontline 

employees who significantly influence customers' perceptions of their 

hotel's service quality (Kim et al., 2016). The literature on the 

associations between manager-subordinates is explained through leader-

member exchange (LMX), that positively impact subordinate's work 

performance (Li, Sanders, &Frenkel, 2012; Le Blanc & González-Romá, 

2012), job satisfaction (Liao et al., 2009; Collins, 2007), work 

commitment and psychological empowerment (Gwynne, 2014; Collins, 
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2007), and may negatively effect on subordinates' turnover (Kim et al., 

2010; Harris et al., 2009). Moreover, as per the latest meta-analysis of 

Martin et al., (2016), LMX has positive effect on subordinate's job 

performance.  

Despite ample work related outcomes of LMX, we aim to fill the 

following research voids. First, this study proposed gender difference as 

a significant contributor in explaining LMX and organizational 

outcomes. The topic of gender differences has become inspiring catch all 

in the eyes of researcher since last decade, which is the reason; women 

are giving management positions (McCuddy et al. 2013; Pinar et al., 

2011). Although, the gender gaps in fulfilling managerial positions are 

becoming smaller, but it is still difficult for women to be successful like 

men because of the glass ceiling concept (Morrison et al., 1987) and the 

patterns of ghettos (Pinar et al., 2011). Similarly, a number of studies 

have noted different thinking and behaving pattern among male and 

female employees of an organization (Lind et al., 1993; Bauer & Green, 

1996). Although, gender is identified as a predictor of performance 

evaluations (Varma & Stroh, 2001) and organizational support (Bhal et 

al., 2007), however, the confounding role of gender differences still 

needs to shed light (Park et al. 2017; Liao et al., 2017). Therefore, 

considering the gap of gender difference in thinking and behaving patters 

and using cognitive learning theory, this study attempted to examine the 

moderating role of gender between LMX and subordinate's performance 

and attitudes. 

Second, dearth of studies has empirically investigated the 

mediating effect of organizational justice between LMX and 

performance (Frazier et al., 2010). Lewicki et al., (2005, p. 248) 

discussed as, "the precise association between these constructs has not 

been fully elaborated", therefore, this study proposed organizational 

justice explaining the association between LMX and performance among 

the hospitality sector aligning the previous studies (Sun et al., 2013; 

Chan &Jepsen, 2011) and the moderating role of gender.  

The study considered two variables as the consequent of LMX 

such as turnover intention (TI from now) and organizational citizenship 

behavior (OCB from now). The rationale for using these two variables is 

their germane to the hospitality sector (Chiang & Hsieh, 2012; Alsini, 

2011). Employees in hospitality sector needs to perform beyond their 

formal job descriptions (i.e. OCB) to meet customers' expectations to 

ensure high level of service quality (Oliver, 1980). The concept of OCB 

was originated from manufacturing sector, however, should be applied in 

the hospitality sector as it positively contribute towards quality 

excellence (Nadiri & Tanova, 2010). Managers of the hospitality are 
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continuously facing the issue of employee turnover (Wang et al., 2017). 

Literature has suggested dissatisfaction with the management and poor 

LMX relationships are the two major reasons of turnover in general 

(Venkataramani, et al., 2010; Han &Jekel, 2011) as well as in hospitality 

sector (Kim et al. 2010).  

In addition, this study aimed to fill the gap of studying LMX in 

Pakistani hospitality industry. The Pakistani hospitality industry is 

growing at a rapid pace since the China Pakistan Economic Corridor 

(CPAC) agreement. Because of this, the hotel occupancy in the country 

reached to 84% in 2016, which is highest in the history. The findings of 

this study would help organizations and other stakeholders of the 

hospitality industry to understand the importance of organizational 

justice, OCB and reducing turnover intention by promoting healthy 

relationships between managers and subordinates. In addition, this study 

investigates the moderating role of gender between LMX, OCB, TI and 

organizational justice using cognitive learning theory. Specifically, this 

study adds to the existing literature on LMX and gender difference in the 

hospitality industry.  

Theory Building and Hypotheses Development  

LMX and OCB 

LMX theory explains, the manager-subordinate or dyadic relationship 

using the concept from social exchange and reciprocity theories as 

foundation (Blau, 1964; Graen, 1976; Schriesheim, Castro, & Cogliser, 

1999), through which leaders interact with their subordinates within their 

organizations (Graen & Cashman, 1975; Graen & Uhl-Bien, 1995; 

Northouse, 2010). The compatibility of leaders and subordinates potency 

and reliability is a real base for the development of dyadic relationship 

between leaders and subordinates (Graen and Cashman, 1975; Khan et 

al., 2014). The academic and professional circles understand that OCB is 

a principal method to evaluate employees’ performance at workplaces. 

The very well-known definition of OCB that is presented by Organ 

(1988) is ―the discretionary workplace behavior from individual 

employees which is not part of the job description nor recognized by any 

formal reward system. Employees cannot be punished for not showing 

OCB as it is not written in the contract‖ (p.4). From last three decades, a 

large range of researcher are going to investigate OCB since, the 

application of this concept in hospitality industry is at early stages such 

as (Ravichandran, Gilmore, &Strohbehn, 2007; Raub, 2008; Kim et al., 

2010; Nadiri&Tanova, 2010; Yen &Teng, 2012).  The theoretical 

justification behind the relationship between OCB and LMX is 

originated from social exchange theory (SIT) (e.g., Deluga, 1994; 

Masterson, Lewis, Goldman, & Taylor, 2000; Wayne, Shore, Bommer, 
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&Tetrick, 2002; Turnley, Bolino, Lester, &Bloodgood, 2003). The social 

exchange theory suggest that the employees’ perception about high-level 

of LMX promotes high-level of OCB that in turn, instigate employees to 

involve in extra-role behaviors (Turnley et al., 2003). Hence, previous 

studies revealed the positive interaction between LMX and OCB such as 

(Hackett, Farh, Song, &Lapierre, 2003). 

H1: There is positive association between LMX and frontline employees’ 

level of OCB.  

 

LMX and turnover intention 

The hospitality industry is facing problem of employees’ turnover around 

the world including Pakistan (Shaikh and Zahid, 2016). The hospitality 

business has to bear heavy costs such as the cost of recruiting and 

training cost of new entries because of high turnover rate (Dalton, Todor, 

&Krackhardt, 1982).  The service-intensive organizations directly 

influence from frontline employees turnover as the success of such 

organizations is dependent on employee-customer interactions. 

Moreover, the lack of experience and low quality of training of new 

employees (especially, frontline employees) is the main cause of 

hospitality industry’ failure because this situation damages the soft image 

of business and instantly, influences radically customer loyalty (Powell 

& York, 1992; Wilson, 2016). Since nineties, the association between 

turnover issues and LMX is under consideration in empirical research. 

For example, Graen, Liden, and Hoel (1982) highlighted that increase in 

voluntary turnover intentions of employees in workplaces is boosted due 

to poor LMX relationships. Some previous studies reported a negative 

relationship between LMX and employees’ turnover intentions in blue-

collar employees (Erdogan, 2002), executives (Bauer et al., 2006), 

multinational companies (Ansari et al., 2007), and nonsupervisory staff 

in hospitality industry (Kim et al., 2010). The following hypothesis is 

developed based on above literature: 

H2: There is negative association between LMX and frontline 

employees’ turnover intentions.  

 

Organizational justice in LMX studies 

The employees’ perception of fairness about work-related issues is 

identified as organizational justice (Greenberg, 1990). The justice of any 

decision can be evaluated through two main principles namely balance 

and correctness (Sheppard, Lewicki, and Minton, 1992). The appraisal of 

organizational outcomes promotes balance in employees, whereas, the 

judgment of correctness is proved through evaluation of quality of 

organizational decision. However, employees’ perception about fairness 
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depends on their level of satisfaction from outcomes and quality of 

organizational decisions (Sheppard et al., 1992). The employees’ 

perception of organizational fairness can be accessed through 

distributive, procedural, and interactional justices (Greenberg, 1990).  

The fairness in distributive justice is reward of employee given by their 

organization in shape of pay, facilities, and fair job practices on 

justifiable ground among their team members (Adams, 1965). Since, 

employees equate their inputs and contributions with their co-workers at 

similar positions and evaluate the fairness in distribution.  The 

procedural justice is described as the fairness of organizational 

procedures planned for decision making (Greenberg, 1990) and it is also 

includes, how decision are made fairly regarding promotions and 

performance as perceived by employees.  

Interactional justice is the employees’ perception of their 

treatment by their supervisors and top management (Chan &Jepsen, 

2011). The main determinant of fairness in individuals’ judgment is the 

quality of interpersonal treatment (Greenberg, 1990). According to 

Colquitt (2001) can be labeled into two aspects such as interpersonal 

justice and informational justice. The interpersonal justice defines the 

degree of dignity and respect at which individuals are treated by their 

management whereas, informational justice is a system to provide 

information to their employees about procedures applied to distributed 

outcomes among employees.  The present empirical literature on LMX 

demonstrates that both distributional and procedural justices are 

examined as the attitudinal outcomes of LMX and these are also used as 

mediators between LMX and outcomes (e.g., Scandura, 1999; Ansari et 

al., 2007; Piccolo, Bardes, Mayer, & Judge, 2008; Lee, Murrmann, 

Murrmann, & Kim, 2010; Fein, Tziner, Lusky, &Palachy, 2013). In 

order to comprehend employees’ perception about organizational justice, 

it pertinent to understand the fairness of procedures tailed for and 

outcomes’ distributions among employees but understanding of 

communication of decisions is also equally important whether those are 

communicated to members in a fair way. To establish a comprehensive 

understanding that how employees respond to distributional outcomes, it 

is necessary to develop a rich theoretical framework that consider all 

aspects. Therefore, present study aimed to investigate organizational 

justice in detail considering distributional, procedural, interactional, and 

informational justice as single composite attitudinal variable between 

LMX and work outcomes. In recent LMX literature, organizational 

justice has been examined as a mediator between LMX and different 

outcome variables such as job performance (Scandura, 1999), 

organizational identification (Sluss, Klimchak, & Holmes, 2008), 
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turnover intentions (Ansari et al., 2007; Lee et al., 2010), organizational 

commitment (Chan &Jepsen, 2011) and OCB (Sun et al., 2013). The 

social exchange theory is a base to define the association among LMX, 

OCB, and organizational justice. SIT describes the degrees of OCB in a 

way the employees perceive their organizations and their strength of 

relationship with their supervisors (Dyne, Graham, &Dienesch, 1994). 

Previous literature has reported a positive mediation between LMX and 

OCB, organizational identification, job performance, and organizational 

commitment (e.g., Scandura, 1999; Sluss et al., 2008; Chan &Jepsen, 

2011; Sun et al., 2013 Chernyak-Hai&Tziner, 2013). Consequently, it 

can be synthesized that a high-level of LMX may response a high quality 

of OCB in employees’ performance with the assumption of high-level of 

perceived fairness.  

H3: The positive association of LMX and frontline employees’ level of 

OCB is mediated through organizational justice.  

 

The period of last two decades witnessed that a body of 

researchers examined the influence of organizational justice on 

employees’ turnover in education by Masterson et al., (2000) and in 

manufacturing industry by (Colquitt, 2001; Wayne et al., 2002). It is 

suggested by Greenberg (2006) that the scope of empirical research 

should be extended using sample of frontline employees from hospitality 

industry who are working in shifts. In recent past, only few studies have 

explored the relationship between organizational justice with employees’ 

turnover intentions and found consistent results over the time that 

perceived organizational justice is negatively related with employees’ 

turnover intentions (e.g., Lee et al., 2010; Chan &Jepsen, 2011), since 

variation in results is found as regards to cultures and industries as well 

(Ansari et al., 2007; Lee et al., 2010). 

H4: The negative association of LMX and frontline employees’ turnover 

intentions is mediated through organizational justice.  

 

According to Mooney and Ryan (2009) women have promoted 

to the senior positions since last two decades and because of this, gender 

differences has become an important topic for the researchers. Drawings 

from the cognitive learning theory, this study argues that gender may 

moderate the associations between independent and dependent variables. 

The rationale for this argument is the different in decision making 

patterns of men and women (Kent &Moss, 1994). More specifically, 

male employees try to hide their weakness and make decisions on 

general information, whereas, female tends to express their weaknesses 

and make decisions on specific information (Dubé & Morgan,1996).  
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Moreover, the gender difference is found while processing 

supportive message in disseminating information (Burleson et al., 2011). 

The results of this study are consistent with MacGeorge, Gillihan, 

Samter, and Clark (2003), and further evidence is postulated that women 

are more motivated and capable to process supportive messages rather 

men (Burleson et al., 2011). According to Bandura (1977) individuals’ 

take their actions based on learning, and these are processed through 

modeling or response consequences.  Response consequences are the 

learning from the results of past actions or through direct experience. In 

social learning theory, Bandura theorizes that four conditions must be 

considered in individuals’ observational learning namely attention, 

retention, reproduction, and motivation. In attention process, observers 

pay attention what is going to happen around them and it is affected and 

varied by characteristics of observers. In addition to recognition of 

behaviors, observers have to retain observations in their memories. These 

observations are retained according observers’ capability of coding and 

structuring information.  In third component of observational learning is 

processed when observers are capable to reproduce these observation 

into actions. Sometimes, observers cannot reproduce their observed 

information due to lack of skills needed for reproduction, but they are 

motivated to reproduce them. Therefore, final component of social 

learning process is motivation in which individuals prefer model 

behaviors and they are motivated to replicate the behavioral models for 

reproduction. Cognitive learning theory requires that when gender 

differences studies are conducted at institutional level, study should 

include the combination of psychological and socio-structural aspects 

(Bandura, 1986; Bussey& Bandura, 1999). Due to male managers’ 

dominancy and unsuccessful role models of female, females are facing 

negative environments in hospitality industry. However, Bandura’s 

(1977, p. 28) commented on behaviors as, ―those behaviors that seem to 

be effective for others are favored over behaviors that are seen to have 

negative consequences.‖ Therefore, females will not follow Bandura’s 

(1977) model similar with men. In absence of role models, attention 

processes can restrict their observations about work environments. 

Retention and reproduction processes can also limit females’ 

observations in presence of male dominancy in management that turn the 

motivational tendency towards downward. Females will perceive that 

they have few opportunities for promotion for higher positions and they 

tend to leave their organizations.  When females’ employees experience 

high-level of LMX, they reciprocally, identify high-level fairness while 

interacting with top management as well as in distributional justice.  
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H5: The positive association between LMX and organizational justice is 

moderated by gender difference. LMX impacts on organizational justice 

at a higher level in female employees than male employees.  

 

As Bandura (1977) noticed that because of precise indications, 

individuals behave in proper way even they have not any personal 

experience without considering possible consequences. As mentioned in 

early discussion, various negative elements restrain female employees at 

workplaces, such as shortage of role models, the glass ceiling, and the 

old boys’ networks (Maxwell, 1997; Mooney & Ryan, 2009) as they 

constraints are disadvantageous for fair working environments. When 

female employees identify higher-level LMX in their organizations and 

perceive better level of organizational justice, they are enthusiastically 

participate in organizational activities that leads to higher level of OCB 

in them rather in males. Contrarily, male employees get benefit of 

favorable work environments through exploiting their higher positions in 

management and perceive high-quality LMX as a positive message. 

Consequently, male employees’ believe that high-level LMX is taken for 

granted for them but even then, they show lower-level OCB as compared 

to female employees.  

H6: The positive association between LMX and OCB is moderated by 

gender difference. LMX impacts at a higher level on OCB in female 

employees than male employees.  

 

Cognitive learning theory assumes as, ―the negative sanctions for 

cross-sex behavior are generally more severe for males than for females‖ 

(Bandura, 1986, p. 94), as female employees’ patience is higher towards 

negative messages such as lower degree of perceived organizational 

justice and poor quality LMX between subordinates and their managers. 

That is the reason because of which women tends to express low 

intentions of leaving the organization comparing men.  

 H7: The negative association between LMX and turnover intentions is 

moderate by gender difference 

LMX influences to turnover intentions at higher degree in male 

employees rather female employees. Therefore, present study 

hypothesized that gender plays a moderating role between organizational 

justice and employees’ OCB, outcomes, turnover intentions. Drawing 

concept from social cognitive theory, female employees interpret the 

messages in the positive way when they perceive higher level 

organizational justice and they tend to demonstrate attractive level of 

OCB in contrast to male employees. In the same way, lower level 

organization justice influences at lower degree to female employees than 
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male employees, therefore, female employees’ turnover intentions are 

not too high as compare to males. Since, lower level organizational 

justice influences females’ employees at lower degree and consequently, 

negative messages are not processed by male and females with similar 

pace. Based on above discussion, present study hypothesized that gender 

play moderating role between organizational justice and OCB as well as 

in turnover intentions: 

H8: The relationship between organizational justice and OCB is 

moderated by gender differences. Organizational justice impacts at a 

higher level on OCB in female employees than male employees.  

H9: The relationship between organizational justice and turnover 

intentions is moderated by gender differences. Organizational justice 

impacts at a higher level on turnover intentions in female employees than 

male employees.  

 

Research Method 

Sample and procedure 

The study collected data from the front line employees of ten five-star 

hotels of Pakistan. First, permission was obtained from the relevant 

human resource departments and then questionnaires were distributed to 

345 front line employees based on convenience sampling. The main 

reason to select five-star hotels was their concern about public image. 

The respondents were ensured about confidentiality and managers were 

promised that results would be shared with them.  

Measures 

The respondents were evaluated on a five point Likert scale ranging from 

"1-strongly disagree to 5-strongly agree". 

The nature of relationship between frontline managers and their 

supervisors was examined using seven item scale of Scandura and Graen 

(1984), as the internal consistency of the scale has already been ensured 

by a number of previous researchers (e.g. Venkataramani et al., 2010; 

Erdogan& Enders, 2007).The study sued a twenty-item scale of Colquitt 

(2001) to measure the organizational justice (including items regarding 

interactional, procedural, distributive and informational justice). 

Employees intention to leave the organization were evaluated using a 

three item scale of Hom and Griffeth (1991) and OCB was measured 

using a four items scale of Bommer et al., (2007) as this scale has already 

been used in the hospitality sector.  

Results: 

The study first conducted confirmatory factor analysis (CFA) as the 

scales used in the study were adapted from the previous studies. The 

CFA result regarding model fit was found to be good i.e. χ
2
=576.38, df= 
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196, χ
2
/df= 2.94, RMSEA=0.049, SRMR=0.07, CFI=0.96, IFI=0.93. In 

addition, the factor loading (FL), composite reliability (CR) and average 

variance extracted (AVE) of all the observed variables (i.e. LMX 

(FL=0.61-0.88, AVE=0.61, CR=0.76), organizational justice (FL=0.78-

0.86, AVE=0.58, CR=0.81), OCB (FL=0.69-0.90, AVE=0.69, CR=0.85) 

and TI (FL=0.77-0.88, AVE=0.64, CR=0.77)) were found to be well 

above the standard value of 0.50, 0.50 and 0.60 respectively (Hair et al., 

2006; Fornell&Larcker, 1981). These results show that the data has 

convergent and discriminant validity.  

Table 1: Mean, correlation and Cronbach Alpha 

Variables  LMX OJ OCB TI 

LMX (.88) 
   

OJ .45** (.79) 
  

OCB .34** .49** (.83) 
 

TI -0.23** -0.29** -0.13* (.91) 

Mean  3.98 3.88 4.02 3.21 

SD 0.65 0.77 0.63 0.85 

Note: LMX=leader-member exchange, OJ=organizational justice, 

OCB=organizational citizenship behavior, TI=turnover intention, 

SD=standard deviation, ( )=cronbach alpha, ** P<0.01, *P<0.05 

 

Table 1 represents the results regarding correlation, mean and internal 

consistency among the variables. The values of the internal consistency 

regarding OCB (.83), TI (.91), LMX (.88) and OJ (.79) are well above 

the standard value of 0.70 (Hair et al. 2006), whereas, the mean values of 

these variables ranges between 3.21-4.02. In addition, LMX was found to 

have a significant association with OCB (r = .34, P = 0.00, r
2 
= 28%) and 

OJ (r = .45, P = 0.00, r
2 

= 31%), and negative association with TI (r = -

.23, P = 0.00, r
2 

= 32%). These results are inline with the suggested 

hypotheses H1 and H2.  

The mediating role of OJ between LMX-TI and LMX-OCB were 

examined using path coefficients (see figure 1). The direct path between 

LMX and TI (β = -.21, P < 0.01) was found to be significant, whereas the 

indirect path through OJ was also found to be (β = -.12, P < 0.01, R
2 

= 

18%) significant with the 18% of variance. Therefore, organizational 

justice was found to perform the role of partial mediator between LMX 

and TI, which support suggested hypothesis H4. Similarly, the direct 

path between LMX and OCB (β = .33, P < 0.01) was found to be 

significant, whereas the indirect path through OJ was also found to be 

significant (β = .18, P < 0.01, R
2 
= 21%) with the variance of twenty one 

percent. Hence, organizational justice was found to partially mediate the 

LMX-OCB association and supports suggested hypothesis H3.  
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Figure 1: Path coefficients of hypothesized Model  

 

The study applied hierarchical regression to examine the moderating 

analysis as suggested by Baron and Kenny (1986). First, the data was 

mean centered, and on the basis of this mean centered data two 

interactional terms were created (i.e. Gender*LMX and Gender*OJ). In 

the first step, demographical characteristics (i.e. tenure and age) were 

added to treat as control variables. In the second step, gender, LMX and 

OJ were added as independent variables. Finally, the interactional terms 

(Gender*LMX and Gender*OJ) were added in the third step (see table 2 

& 3).   

Table 2: Hierarchical regression for moderation of gender on LMX-

OCB, LMX-OJ and LMX-TI 
Variables OCB OJ TI 

Step1 Step

2 

Step

3 

Step

1 

Step

2 

Step

3 

Step

1 

Step2 Step

3 

Tenure 0.04 0.01 0.03 -0.11 -0.04 -0.04 0.04 0.02 0.03 

Age -0.03 0.04 0.06 0.04 -0.02 0.01 0.11* 0.08 0.04 

Gender  -0.02 -0.05  0.01 -0.03  -0.03 -0.04 

LMX  .39** 0.1  .47** .21**  -.26** -.21* 

Gender*LMX   .41**   .48**   -.19 

R2 0.01 0.21 0.42 0.02 0.31 0.49 0.01 0.11 0.15 

∆R2   0.20 0.21   0.29 0.18   0.10 0.04 

 

The values of the table 2 show a non-significant association between 

demographical variables and observed variables. In addition, the variance 

regarding the impact of LMX on OCB in step 2 was twenty percent that 

rise to twenty one percent in step 3 (∆R
2 

= .21, P<0.01). Moreover, the 

regression of interactional term (i.e. Gender*LMX) with OCB was found 

to be significant (β = .41, P < 0.01), represents the moderating role of 

gender between LMX-OCB relationship. In addition, the positive value 

of the beta represents that the effect of LMX on OCB is stronger for 

female comparing male employees. Therefore, hypothesis H6 is 

supported. 

LMX OJ 

TI 

OCB 

-.21** 

.33** 

.44** 

-.28** 

.42** 
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The values of table 2 show the variance regarding the impact of LMX on 

OJ in step 2 was twenty nine percent that reduced to eighteen percent in 

step 3 (∆R
2 

= .18, P<0.01), but still significant. Moreover, the regression 

of interactional term (i.e. Gender*LMX) with OJ was found to be 

significant (β = .48, P < 0.01), represents the moderating role of gender 

between LMX-OJ relationship. In addition, the positive value of the beta 

represents that female perceive more justice in the presence of health 

relationships with their managers comparing male. Therefore, hypothesis 

H5 is supported.The values of table 2 further represent a negative impact 

of LMX on employee turnover intention. However, the regression 

between interactional term (i.e. Gender*LMX) and TI was not significant 

in step 3 (P>0.05). In addition, the variance in step 3 was also 

insignificant (i.e. ∆R
2 

= .04, P>0.05). Therefore, gender was not found to 

perform the moderating role between LMX-TI relationship, rejected 

hypothesisH7.  

Table 3: Hierarchical regression for moderation of gender on OJ-OCB 

and OJ-TI 

Variables 
OCB TI 

Step1 Step2 Step3 Step1 Step2 Step3 

Tenure 0.05 0.01 0.02 0.06 0.04 0.01 

Age -0.03 -0.03 0.02 0.04 0.03 0.01 

Gender 
 

-0.01 -0.04 
 

0.02 0.03 

OJ 
 

.55** .42** 
 

-.29** -0.15 

Gender*OJ 
  

.35** 
  

-0.16 

R
2 

0.01 0.25 0.29 0.02 0.011 0.012 

∆R
2 

  0.24 0.04   0.09 0.01 

 

The values of the table 3 show a non-significant association between 

demographical variables and observed variables. In addition, the variance 

regarding the impact of OJ on OCB in step 2 was twenty four percent 

that turns to less than one percent in step 3 (∆R
2 

= .04, P<0.01), but 

significant. Further, the regression of interactional term (i.e. Gender*OJ) 

with OCB was found to be significant (β = .35, P < 0.01), represents the 

moderating role of gender between OJ-OCB relationship. In addition, the 

positive value of the beta represents that the effect of OJ on OCB is 

greater for female comparing male employees. This means female 

employees when perceive justice at their organization exhibit more 

citizenship behaviors. Thus, hypothesis H8 is supported. 

The table 3 further represents the negative effect of OJ on turnover 

intention (β = -.29, P < 0.01) in step 2, turns non-significant in step 3. 

Whereas, the variance in step 3 was also insignificant (i.e. ∆R
2 

= .01, 
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P>0.05). Therefore, gender was not found to perform the moderating role 

between OJ-TI relationship, rejected hypothesisH9.  

Discussion and Implications  

This study aims at investigating the associations between LMX and 

employees work related outcomes. The study comprised of nine 

hypotheses.  First, it is argued that LMX positively relate to the 

employee's OCB and the results show a positive and significant 

association between the same (r = .34**). This relation may further be 

supported by social exchange theory (Wayne et al., 2002; Turnley et al., 

2003) that, frontline employees when perceive greater LMX exhibit more 

citizenship behavior. The study collected data from the frontline 

employees rather from their supervisors to avoid "halo effect", because 

managers mostly rate their subordinates OCB on the basis of favoritism 

(Duarte et al., 1994). Second, the study found LMX reducing employees 

intention to leave the organization, which is well documented in the 

literature (Venkataramani et al., 2010; Han &Jekel, 2011). Thus, in the 

presence of high LMX, frontline employees are less likely to leave their 

organization.   

 This study argued and found gender moderating the 

associations between LMX-OCB, LMX-OJ and OJ-OCB. Female 

employees when perceive high quality LMX, tends to perceive more 

justice and exhibit extra role behaviors. Although, the association of 

LMX with OJ and OCB was found to be significant for male employees, 

but the effect on female employees was found to be greater than male. 

One of the reasons for this might be that, male employees while 

perceiving or taking decisions are influenced by the society's working 

norms (Wang et al., 2017). Therefore, male employees are different in 

perceiving LMX at the workplace.  

 The findings regarding the moderating role of gender on OJ-

TI and LMX-TI relationships are noticeable. The study found the values 

of co-efficient regarding LMX and TI as -0.25 (P<0.01) for female and -

.31 (P<0.01) for male employees. Similarly, the co-efficient regarding OJ 

and TI for female employees (β = -.21, P < 0.05) and male employees (β 

= -.43, P < 0.01) were found to be significant. This shows that these 

results were higher for male employees comparing female employees. 

However, the moderating results demonstrated non-significant 

associations (Baron & Kenny, 1986). This means that, taking the 

decision of turnover is a critical issue for both male and female 

employees. This is not a surprising result in the context of Pakistan, 

where employees are working in a jobless environment. According to 

Griffeth et al. (2000), unemployment rate in the society may affect the 

employees' decisions of leaving their organizations.  
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The findings of this study contribute to the existing literature on 

LMX and employee workplace outcomes from gender perspective. These 

findings can further be used to generalize the moderating effect of gender 

in organizational dynamics. Drawings from cognitive learning theory of 

Bandura (1986), this study demonstrates that, female employees work 

better in the presence of high quality LMX. Organizations should focus 

more towards supervisor-subordinate relations, while doing so female 

employees would equally contribute towards their organizational 

performance. As these arguments are difficult to generalize, therefore, 

future studies are recommended in various sectors to promote women's 

contribution towards organizational success.  

This study also has practical implications for the practitioners. 

Human resource managers of the hospitality industry should reinforce 

the relationship between supervisors and their subordinates (i.e. LMX) to 

enhance staff performance. Improved LMX can motivate male and 

female employees to exhibit extra role behaviors and reduce their 

turnover intention; however, its impact on female employees may be 

more comparing male employees.   

Organizational management should also ensure the presence of 

justice and fairness in decision making and entire organizational policies. 

The high quality fairness may be ensured through communication, such 

that, supervisors should convey the important information to their 

subordinates (i.e. frontline employees). Frontline managers' perception 

regarding fairness and justice encourage them to perform beyond their 

formal job descriptions while staying with the same organization. This 

study suggests that, such perceptions strongly  reciprocated by female 

employees. Particular to the hospitality industry, where female 

employees perceive discrimination in treatment of male and female 

employees by their supervisors, an improvement in LMX may change 

such perceptions.    

 

Limitations of the study 

Despite having implications, the study is not free from limitations. First, 

the study collected data on independent and dependent variables from a 

single source, which may raise a question on the presence of common 

method variance (CMV), though rationale of this is given in results. The 

issue of CMV was examined in the preliminary analysis where one 

variable was found to contribute less than forty percent of variance 

(Podsakoff et al., 2003). However, future researchers are suggested to 

collect data from multiple sources. 

Second, the respondents of this study were limited to the 

hospitality industry (particularly hotels) of Pakistan, therefore, results of 
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the study may be cultural biased (Islam et al. 2016). Cultural impact on 

the employees working and thinking patterns, therefore, the study should 

also be replicated in western countries to generalize the findings. Finally, 

other work related outcomes such as job engagement, organizational 

engagement and deviant behaviors should be studies as consequent of 

LMX to examine the moderating role of gender difference as only 13% 

of the world's employees are engaged in their work.  
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