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Abstract 

This study investigates the relationship between authentic leadership and organizational 

justice in the hospitality industry. A quantitative approach with a cross-sectional survey 

explores how perceptions of authentic leadership relate to various aspects of organizational 

justice among hotel employees. Findings reveal a strong correlation between authentic 

leadership and perceived fairness, especially procedural fairness. Authentic leadership, 

grounded in positive psychology and ethical principles, enhances interpersonal dynamics and 

information sharing, fostering an equitable organizational environment. The study highlights 

significant implications for leadership and justice theories, suggesting that authentic 

leadership promotes employee fairness and equity. 

Further research is needed to understand how authentic leadership influences different facets 

of organizational equity. This exploration could provide valuable insights into whether 

leadership behavior embodies fairness principles. The study's findings have practical 

implications for hospitality leaders, emphasizing the importance of embracing authentic 

leadership to promote fairness and address industry challenges. Socially, the research 

contributes to discussions on social justice by advocating for fairness and equality within 

organizations. By integrating leadership and justice theories, this study offers valuable insights 

for hospitality leaders to promote fairness and counteract industry adversities. 
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1. Introduction 

Pakistan's tourism and hospitality sector boasted an estimated value of nearly $20 billion. 

Regrettably, the recent pandemic has inflicted a severe blow to this flourishing industry, 

disrupting its momentum. The once-thriving tourism sector, which contributed 7.1% to the 

nation's Gross Domestic Product, now succumbs to the challenges posed by these 

unprecedented times. The flourishing hospitality sector in Pakistan is a direct result of the 

mutually reinforcing relationship between tourism and hotels.(Sajjad et al., 2018) It sheds light 

on the commendable sustainability measures implemented by the hotel industry, highlighting 

their commitment to responsible development practices. Leading multinational corporations 

steadfastly implement sustainable development strategies in their day-to-day operations, 

particularly evident in advanced nations, a pattern that contrasts significantly with emerging 

economies. Regrettably, sustainability is a mere afterthought in the operational framework of 

prominent hotels in Pakistan. 

The hospitality sector has a highly labor-intensive workforce with various backgrounds and 

experiences. For instance, hotels offer jobs that require only the most fundamental skills, little 

education, and highly qualified positions. The hospitality industry offers job opportunities for 

older populations, immigrants, and other groups who have trouble entering the formal labor 

market in Pakistan and many other nations. Despite its notable features, the hospitality industry 

is infamous for its poor working conditions, long hours, low wages, lack of health insurance, 

and high employee turnover rates (Carbery et al., 2003). Dissatisfaction among hotel 

employees is primarily influenced by adverse working conditions and constant pressure from 

management and customers for exceptional service (Megeirhi et al., 2018). According to 

(Carbery et al., 2003), hotel employees' dissatisfaction leads to high turnover rates and job 

discomfort. On the other hand, (Fulford, 2008) suggests that hotel employees' job attitudes 

improve. 

Organizational justice is crucial for determining employer-employee relations in the 

hospitality sector in the twenty-first century. It refers to employees' perception of fairness in 

workplace policies, agreements, and practices. It is crucial for fostering positive relationships 

(Berger et al., 1993). Baldwin et al. (2006) defined organizational justice as the perceived 

fairness of workplace policies, agreements, and practices from the employees' perspective. 

Given recent research in the hospitality sector, it is crucial to recognize the significance of 

employees' perceptions of a good workplace. These perceptions profoundly impact 
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organizational outcomes, such as employee retention (Gosser et al., 2018) (Luo et al., 2017). 

Academics have long argued for a shift in leadership research towards a more integrated 

progressive approach, moving away from a hierarchical focus (Avolio, 2007)(Dinh et al., 

2014). According to (Avolio and Gardner, 2005), authentic leadership, which is frequently 

regarded as the model for all other positive leadership styles, is By adopting a leadership style 

that fosters the development of positive psychological skills and moral qualities, leaders can 

enhance their self-confidence and moral judgment. They can also promote the fair use of 

information and foster effective collaboration between leaders and followers. Ultimately, these 

actions can contribute to promoting positive self-awareness among all stakeholders. This study 

aims to clarify how authentic leadership approaches can foster strong fairness perceptions 

among subordinates, building on the general conceptual argument for leadership as a 

prerequisite for justice perceptions. 

According to (Karam et al., 2019) Claim as much. (1) "Employee-leader relationships are 

often described as social exchange relationships and differ from other forms of communication 

because they expect longer-term, interdependent interactions that generate trust, reciprocal 

behavior, and high-quality relationships," making it crucial to have a deeper understanding of 

the connection between leadership and a sense of justice. (2) "Leader-centered Justice is 

frequently concerned with research questions related to (a) examining the distinctive 

contribution of leader-centered dimensions of justice (i.e., distributive, interpersonal, 

informational, procedural justice) to how organizational outcomes are impacted, or (b) 

investigate how leaders' alleged unfair treatment compares to or differs from that of others' 

alleged unfair treatment. Although the structures of authentic leadership styles and 

organizational justice are well-established and have a high level of research activity, these 

research streams are more autonomous. According to research on just and ethical leadership, 

organizational justice and levels of ethical behavior in the workplace are positively correlated 

with favorable outcomes for both employers and workers (Avolio et al., 2009)(Kiersch & 

Byrne, 2015); as a result, there is a pressing need for organizational justice and leadership 

research to be more closely integrated, this study fills that crucial gap. 

1.1.Problem Statement 

According to (Faldetta et al., 2013), the hospitality sector frequently experiences high 

turnover. Compared to the manufacturing sector, the global hotel industry has a much higher 

annual turnover rate of 60% to 300% (Hemdi et al., 2015). According to researchers who 



4 
 

specialize in the hospitality sector, organizational justice and leadership structures hold the key 

to long-term solutions to turnover issues (Baum, 2013) (Fulford, 2008) (Luo et al., 2017). As 

per the latest research, it has been found that employees who are actively involved in their 

work, satisfied with their job and working conditions, and feel that they are treated fairly in the 

workplace are vital for the success of an organization (López-Cabarcos et al., 2014). 

From transactional or authoritarian leadership (Ispas, 2012) to laissez-faire (Uzunsaf et al., 

2018) to paternalistic or authoritarian leadership (Tran, 2017) and leader-member exchanges 

(Garg & Dhar, 2016), studies conducted on various continents have demonstrated that the 

hospitality sector still relies on these traditional leadership philosophies. Effective leadership 

from supervisors and managers can offset the negative impact of the hospitality industry on 

employees. Research has found that by showing appreciation, promoting a respectful work 

environment, treating employees fairly, and encouraging their personal growth, strong 

supervisory leadership has the power to mitigate these effects. According to (Meindl, 1989), 

"The image of managers concerned with justice and fairness to subordinates in the discharge 

of their duties should be but is often not reflected or taken seriously." According to (Storberg-

Walker & Gardiner, 2017), authentic leadership (AL) is viewed as a compelling leadership 

model that combats destructive leadership styles. Encouraging employees to prioritize justice 

issues strengthens the impact of justice on their behavior, while diverting their attention from 

justice-related matters does not harm relationships (Strom et al., 2014). As per social contagion 

theory, employees who perceive their leaders as genuine, trustworthy, ethical, and consistent 

show reduced negative attitudes and behaviors over time (Avolio et al., 2004). 

1.2.Purpose and Research Question: 

The primary aim of this study was to investigate the connection between effective 

leadership, specifically an authentic leadership style, and how employees perceive fairness 

within the hospitality industry. The following research inquiries guided the research. 

1. How do organizational justice and the perceptions of authentic leadership among hotel 

employees relate? 

2. Do hotel employees' perceptions of various aspects of organizational Justice (I.e., 

justice that is interactive, distributive, procedural, and informational)? 

3. Does the relationship between authentic leadership and hotel employees' opinions of 

organizational justice depend on their demographics? 
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2. LITERATURE REVIEW 

2.1.Leadership and Organizational Justice  

In the social sciences and management, leadership and organizational justice are two of the 

most frequently studied subjects (Colquitt & Zipay, 2015)(Hiller et al., 2011). According to 

studies conducted across continents, the hospitality sector continues to rely on traditional 

leadership philosophies. 

These philosophies include transactional or authoritarian leadership (Ispas, 2012), laissez-

faire leadership (Uzunsaf et al., 2018), paternalistic leadership (Tran, 2017), and leader-

member exchange (Garg & Dhar, 2016)(Luo et al., 2017) found that hotel supervisors or middle 

managers have the most contact with front-line employees. Their leadership style influences 

their behavior, attitudes, and productivity. An ideal leader can inspire employees, manage a 

healthy organization that adds value to all employees, customers, and stakeholders and leads 

with integrity and values (Pless & Maak, 2012). In addition, society now expects business 

executives to do more than maximize profits; they must also uphold the highest standards of 

morality, ethics, and justice in doing so (Hannah et al., 2011) (Kiersch & Byrne, 

2015)(Walumbwa et al., 2008). Authentic leadership is an emerging discipline that integrates 

positive leadership, ethics, positive psychology, and organizational behavior. Scholars are 

increasingly exploring the positive dimensions of leadership, as supported by academic and 

professional literature (Avolio et al., 2004) (Walumbwa et al., 2008). 

2.2.Authentic Leadership 

2.2.1. Organizational Justice 

The study of hierarchy stems from social norms and how people respond to their 

violations, which falls under the field of social philosophy in sociology. Ethical philosophy 

focuses on societal actions and how individuals should heed them (Rupp et al., 2017). Social 

scientists have long acknowledged the importance of the justice ideal as a necessary condition 

for both the efficient operation of organizations and the fulfillment of the people who work for 

them (Greenberg, 1990) because it is linked to many positive employee outcomes, including 

satisfaction, commitment, engagement, trust, and lower turnover, organizational justice has 

received a lot of research attention (Martinson et al., 2010). Distributive Justice is regarded as 

the original idea of organizational justice, which deals with the fairness of outcomes, including 

pay, rewards, and promotions (Colquitt et al., 2005). Distributive Justice draws on the work of 

(Homans, 1958) (Adams, 1965). A series of investigations into the fairness of decision-making 
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procedures (Caldeira et al., 1976) contributed to the growth of procedural justice. The fairness 

of the procedures followed to arrive at results is thus a concern of procedural justice. According 

to (Bies, 1986), decision-making events have three dimensions: the decision, the procedure, 

and the human interactions that carry out the procedure. Due to this, a third dimension, 

reciprocal justice, which refers to the fairness of interpersonal interactions, was created. 

According to (Bies, 1986), interactive justice is promoted when relevant authorities share 

procedural details respectfully and appropriately and rely on accurate information to make wise 

decisions. Information justice is a fourth dimension that some academics have added to the 

communication criteria of interaction justice, focusing on the legitimacy and authenticity of 

communication. This propensity may eventually result in shared viewpoints on assessing 

justice-triggering events in a group where members interact, observe one another's behavior, 

and create collective meaning (Naumann & Bennett, 2000). Umphress et al., 2003) stated, 

"Senses of justice are not formed in isolation, but are rather influenced by the people with 

whom we interact." 

Various studies have linked different concepts of justice with positive outcomes in 

organizations. One such study (Cohen-Charash & Spector, 2001) found that individuals with a 

strong sense of justice tend to exhibit organizational citizenship behavior (i.e., going above and 

beyond their job requirements) and perform well in their roles. Fairness is linked to individuals' 

organizational commitment (Colquitt et al., 2001). This commitment is closely associated with 

positive attitudes such as job satisfaction (Greenberg, 2010) and job burnout, as well as factors 

like employee turnover and stress (Fox et al., 2001) (Judge & Colquitt, 2004). The significance 

of organizational fairness in achieving desired outcomes and fostering healthy relationships is 

evident in the existing literature. 

2.3.Theoretical Foundation:  

The theory of leader justice, also known as the fallback approach to leadership and Justice 

(De Cremer, 2007), is a well-established framework that explains how people's responses to 

justice vary depending on the leader's behavior. According to the fairness theory, moral 

responsibility plays a key role in the development of organizational justice and fair judgments, 

and perceptions of fairness are primarily based on fundamental moral and ethical presumptions 

about how to treat others (Folger & Greenberg, 2001) (Folger et al., 2005). According to (May 

et al., 2003), true leaders are genuine individuals who can make ethical decisions and take 

appropriate action for their followers. Key considerations involve correctly identifying and 
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assessing these leaders, including quality concerns. Authentic leadership is a strong predictor 

of organizational justice because morality is, theoretically, central to authentic leadership and 

a crucial element of organizational justice. Trust is a necessary component of building 

organizational justice and effective leadership, and it cannot be developed without exchange 

relationships (Blau, 1964). According to research, fair treatment of employees boosts their 

perception of trust in the company. Employees' trust in leaders is correlated with their positive 

attitudes and behaviors (Avolio et al., 2004) because authentic leaders uphold the highest 

ethical standards, integrity, and honesty; followers have higher expectations of them and are 

more willing to cooperate with them for the organization's good. 

3. METHOD 

Drummond and Murphy-Reyes (2018) investigated using a cross-sectional survey and a 

descriptive correlational design to analyze the connection between authentic leadership and 

organizational justice. The study focused on quantitative and non-experimental research 

methods. 

3.1.Study sample and sample selection: 

Employees in the Pakistani hospitality industry made up the study's target population. The 

study's sample selection falls under the general heading of cluster sampling. This study used 

two methods to find respondents. First, the research participants in the study included graduate 

and undergraduate hotel management students who were also employed in the industry. Using 

snowball sampling, eligible study participants were asked to distribute invitations to others who 

met the target population's criteria (Berg, 2006). Second, representatives from 

professional/trade organizations in the hospitality sector.  

3.2.Instruments for data collection  

We gathered data for the study by surveying hotel workers in Pakistan. We used the 

Copyright Authentic Leadership Questionnaire (ALQ) to assess perceptions of authentic 

leadership behavior, which measures self- or other-rated perceptions. Additionally, we 

employed Colquitt's 20-item scale to measure organizational justice, as it was freely available.  

3.3.Validity and reliability of the instruments: 

One of the most frequently used statistics for evaluating reliability is Cronbach's alpha, 

which is used to choose the best survey tool. Previous research using the ALQ found that 

authentic leadership has a Cronbach's alpha of roughly 0.90 (Kiersch & Byrne, 2015)(Rego et 
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al., 2012)(Walumbwa et al., 2008), indicating an excellent to high-reliability range. Similar to 

these studies, earlier research (Kiersch & Byrne, 2015)(Nadiri & Tanova, 2010)(Ambrose & 

Schminke, 2009) consistently reported Cronbach's values for the four dimensions of 

organizational justice in the range of 0.85 to 0.93.  

In order to gather data for this study, a survey was carried out among hotel workers in 

Pakistan. The Copyrighted Authentic Leadership Questionnaire (ALQ) was utilized to evaluate 

individuals' perceptions of authentic leadership behavior. Additionally, the 20-item Colquitt 

Organizational Fairness Scale (Colquitt et al., 2001), which was readily accessible, was 

employed to assess organizational fairness.(Folger & Greenberg, 2001). Both of the 

instruments combined in this study had already undergone independent validation. As a result, 

it is advisable to cross-validate the tool using exploratory factor analysis (EFA) to consider any 

potential changes to the structure itself. EFA was deemed appropriate for this study because it 

uses parts of previously validated tools in brand-new settings that have not been investigated 

together before. 

3.4.Data Collection Procedure 

One hundred ninety-two people sent the survey, and 164 of the study subjects who were 

contacted returned the survey. Data from survey responses from workers in the hospitality 

sector who were asked about their opinions of their immediate supervisor's leadership style and 

organizational justice were used to test the study's conceptual model. Research has shown that 

immediate supervisors can influence an employee's behavior more than higher-level 

organizational leaders because they interact with employees more frequently and directly 

impact their work experiences (DeConinck, 2010) (Pillai et al., 1999). Therefore, immediate 

supervisors were selected as the study's leaders. Using the 16-item ALQ (Avolio, 2007), 

respondents evaluated their direct supervisors based on how authentically they were perceived 

to lead. 

The survey was completed at an 85.41% rate (n=164). There were 151 men and 13 women 

in the sample, making up 92.07% of the men and 7.93% of the women. The age range with the 

most participants was 18-34 (n=121, 73.78%), followed by 35-50 (n=43, 26.22%).  

4. RESULTS 

To assess how different items in this study relate to each other, an exploratory factor analysis 

(EFA) was conducted. The validity and reliability of the instruments used in this study were 
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already determined through the sphericity test of Bartlett and Kaiser-Meyer-Olkin (KMO) 

sampling adequacy score, confirming that the sample data fulfills the requirements for factor 

analysis. As stated by (Hutcheson & Sofroniou, 1999), a score ranging from 0.5 to 0.7 is 

considered average, while a score between 0.7 and 0.8 is classified as good. A score between 

0.8 and 0.9 is considered significant, and any score above 0.9 indicates exceptional 

performance. In this study, the factor analysis of the results revealed a KMO value of 0.961, 

signifying a high level of validity. 

Furthermore, Bartlett's test of significance revealed that the correlation matrix is not an identity 

matrix. This implies that there may be additional relationships between variables to consider 

in the analysis (Tabachnick & Fidell, 1996). The data are suitable for factor analysis as 

indicated by the significant result of the Bartlett test (p< 0.5. 

We looked at commonness to see how well the solution (i.e., the extracted construct) explained 

the variance of each item. Columns designated for extraction that share characteristics do so 

because there are frequent structural differences. Since the commonality is greater than the 

minimum standard value of 0.30 (Warner, 2013), the factorial solution has effectively captured 

each item's variance. For the 36-item surveys, EFA used principal component analysis with 

variance maximum rotation to produce five structures, each with an eigenvalue of at least 1. 

The first five components account for the majority (77.07%). However, as shown in Table 2, 

the rotation improves the arrangement of the factors, and it can be inferred from the data that 

the relative weights of the five factors are evenly distributed. 

Prior to the rotation, component one had 60.95, significantly more variance than the other four 

(7.67, 4.39, 4.21, and 3.84), but following the rotation, component one only contributed 26.47% 

of the variance (19.41, 19.00, 12.34, 11.38%). In this study, all components were considered 

to be "significant" and to define a practical dimension when their observed eigenvalues were 

greater than their corresponding random eigenvalues. 

Table. 1 KMO & Bartlett’s Test of Sphericity 

Kaisar-mayer-olkin measure sampling adequacy 
 

0.961 

Bartlett's Test of Sphericity  Approx. Chi-Square  13669.157 

  Df 496 

  Sig.  .000 

Table. 2 Total Variance Expected 
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Initial eigenvalue 

Extraction sums of square 

loadings 

Rotation sums of square 

loadings  

Compo

nent 

Tot

al 

% of 

variance 

Cumulat

ive % 

Tot

al 

% of 

variance 

Cumulat

ive % 

To

tal 

% of 

variance 

Cumulat

ive % 

1 
20.

18 
60.95 60.95 

20.

18 
60.95 60.95 

9.1

5 
26.47 26.47 

2 
3.1

4 
7.67 67.63 

3.1

4 
7.67 67.63 

6.8

9 
19.41 44.89 

3 
2.0

9 
4.39 71.02 

2.0

9 
4.39 71.02 

6.7

6 
19.00 62.89 

4 
2.0

3 
4.21 74.23 

2.0

3 
4.21 74.23 

4.6

3 
12.34 74.23 

5 
1.9

1 
3.84 77.07 

1.9

1 
3.84 77.07 

4.7

4 
11.38 76.22 

A different approach was taken with the factor matrix, using five-factor assignments 

instead of having a distinct factor structure. Interestingly, some survey items showed visible 

loading, although the reason for this is unknown. While cross-loading was observed for a few 

items, there was no significant loading, and the factor loading values remained below 0.45. The 

two structures initially suggested by the rotation were confirmed, but the organizational justice 

dimension's items did not load into each structure as expected. Based on interpretation analysis, 

the researchers concluded that these items indicate a negative measure of organizational health. 

After conducting an EFA and analyzing the constructs of organizational quality and authentic 

leadership, they kept the 36 items. The authentic leadership scale showed high internal 

consistency, with a Cronbach's alpha 0.962. Strong correlations between authentic leadership 

and organizational justice were found (r=0.843**), indicating that people who thought highly 

of their supervisors' authentic leadership also thought highly of organizational justice. 

Given that work experience grows with age, It is not surprising that there is a strong 

link between age and work experience(r=0.914**). However, the relationships between other 

factors such as education level and age, work experience, education level, and actual leadership 

are all relatively weak. Furthermore, when it comes to distributive justice and authentic 

leadership, there is a relatively positive correlation, with a confidence interval of 95% and 

statistical significance. p < 0.01. Higher perceptions of authentic leadership influence only mild 
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perceptions of distributive justice. Authentic leadership has the weakest correlation with 

distributive justice compared to other aspects of organizational justice. A high positive 

correlation of 0.73 with a 95% confidence interval and a statistical significance of p<0.01 was 

found between procedural justice and authentic leadership. Therefore, people who perceive 

authentic leadership more highly tend to perceive procedural justice in organizations as strong. 

A 95 percent confidence interval and a statistical significance level of p<0.01 were found for 

the relationship between informational impartiality and authentic leadership, which showed a 

high positive correlation of 0.77. 

The bond between fairness in information distribution and genuine leadership is the 

most powerful compared to the other aspects of fairness. We examined the following 

assumptions prior to conducting the regression analysis. Regression models require the 

independent and dependent variables to have a linear relationship; thus, meeting the linearity 

assumption is crucial. The scatterplot clearly shows a direct relationship between 

organizational justice, the outcome variable, and authentic leadership, the predictor variable. 

To accurately predict the outcome in this model, it is important to ensure minimal 

multicollinearity among the predictor variables. This means that the predictor variables should 

not be strongly correlated with each other. We can see from the correlation matrix in Table 2 

that the correlation between the predictor variables is not very high. Moreover, the 

multicollinearity assumption is also refuted by the variance inflation factor (VIF) value of 1 

and the tolerance value of 1. 

Finally, the homoscedasticity assumption must be met, which requires that the 

variability of the residuals be constant across all potential predictors of the dependent variable. 

The residuals are dispersed randomly because there are no patterns or outliers in the scatterplot. 

Regression analyses were conducted to examine differences in the relationship between 

authentic leadership and various organizational justice dimensions viewed separately. 

According to Table 3, authentic leadership only explains 25.4% of the variance in distributive 

justice (adjusted R-square: 0.377), but it accounts for 59.2% of the variance in informational 

justice (adjusted R-square: 0.715). As can be inferred from Table 3, hotel employees believed 

that authentic leaders demonstrated higher levels of distributive and procedural justice 

(organization-centered) than informational and interpersonal justice (person-centered). 

It was determined using hierarchical regression whether demographic and independent 

variables explained the dependent variable's statistically significant variance. Two steps were 
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used to complete the hierarchical multiple regression. First, enter the demographic information, 

including age, gender, race, education, work history, and functional area. Organizational justice 

is covered in the following phase. Table 4 presents the model summary. A multiple regression 

model (Model 2) with all seven predictors included generated adjusted R2=0.692 and a 

significance level of p<0.001. However, model 1's adjusted R2=0.146 results with only 

demographic variables were not statistically significant at p<0.05, respectively. The model 

makes it clear that demographic factors do not statistically significantly affect the prediction of 

organizational justice. 

Table 3. Regression Model 

Model R R-Square Adjusted R square std. error of the estimate 

Distributive Justice 0.63 0.381 0.377 1.09047 

Procedural Justice 0.73 0.491 0.487 0.95834 

Informational Justice  0.89 0.718 0.715 0.8325 

Interactional Justice 0.77 0.545 0.541 0.94347 

Table 4. Hierarchical multiple regression model and coefficient 

Model R R 

square 

Adjusted R square Std. error of the estimate 

1 0.365 0.181 0.146  1.05509  

   B Std. error Beta T Sig 

 (Constant) 4.563 0.498  11.973 0 

 Age category 0.214 0.304 0.187 0.629 0.736 

 Gender 0.409 0.263 0.284 2.157 0.167 

 Educational level 0.137 0.211 0.136 0.286 0.993 

 Work experience 0.172 0.244 0.174 0.529 0.808 

2 0.877 0.692 0.673  0.75548  

 (Constant) 2.088 0.435  6.421  

 Age category 0.273 0.247 0.229 1.334 0.351 

 

Gender 0.266 0.219 0.203 1.61 0.262 

Educational level 0.204 0.183 0.199 1.484 0.298 

Work experience 0.422 0.207 0.435 3.684 0.000 

 Authentic leadership 0.902 0.18 0.864 13.809 0.000 
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However, adding Authentic Leadership as a predictor variable (Model 2) accounted for 

55% of the variation in hotel employees' perceptions of organizational justice (adjusted R-

squared=0.673. The outcome of the hierarchical regression analysis indicated that all the 

independent variables in this study explained approximately 55% of the variation in 

perceptions of fairness within the organization among hotel employees. Upon examining the 

coefficients presented in Table 4, it was found that only one demographic variable, gender, 

exhibited statistical significance in Model 1 (β = 0.284, t = 2.157, p = 0.167). However, the 

coefficient table for Model 2 revealed the statistical significance of two demographic variables: 

work experience (β = 0.435, t = 3.684, p = 0.000). Based on the coefficient table, we can see 

that authentic leadership has a significant impact on organizational Justice in Model 2(β= 

0.864, t=13.809, p=0.000). So, if an individual's perception of organizational justice increases, 

their perception of leadership will also increase by 0.78, assuming all other variables in the 

model stay the same. This demonstrates the strong relationship between these two factors. 

Similarly, perceiving one standard deviation of authentic leadership corresponds to perceiving 

0.86 (0.864) standard deviations of organizational justice. According to Table 4, authentic 

leadership holds significant predictive power, implying that when hotel employees view their 

leader as genuine, they can anticipate a higher level of perceived organizational justice. 

5. DISCUSSION 

The findings of this study demonstrate that how employees form their perceptions of 

fairness and justice in their employing organizations depends on their relationship with their 

supervisors. For most organizational outcomes, it is crucial to maintain supervisory affiliations 

that foster a productive work environment. Determining the best leadership style in a given 

environment and the behaviors that result in better outcomes, such as employee perceptions of 

a fair workplace, is challenging for many organizations. The findings show a clear and positive 

correlation between authentic leadership and hotel employees. The findings reveal a significant 

and positive correlation between genuine leadership and hotel employees' perception of 

fairness within the organization. Employees who believe their leaders are authentic tend to be 

more content with their work, such as compensation, performance, and promotion. This is not 

surprising considering that the strongest bond a worker can create within a company is with 

their leader (Hui et al., 2004), and this connection frequently affects how employees view 

organizational Justice (Colquitt et al., 2013). The correlation between authentic leadership and 

workers' opinions of fairness in tasks and processes was significant and exhibited weak to 

strong positive correlations. Distributive justice and authentic leadership have the weakest 
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correlations with organizational justice dimensions, while procedural justice and authentic 

leadership have the strongest correlations. The findings thus confirm earlier research that found 

employees believed the organization, not their supervisors, set and controlled resource 

allocation policies and procedural guidelines. 

On the other hand, positive correlations and significance imply that hotel staff perceive 

their managers as impacting organization-centered justice (distributive and procedure). The 

findings of this study confirm that leaders are seen as organizational agents for upholding and 

advancing fairness (Demirtas, 2015), and workers may anticipate that their actions will 

significantly impact organizational procedures and results. The consistent adherence to 

organizational policies and practices that authentic leadership emphasizes can influence how 

employees view the fairness of organizational processes. Therefore, it can be concluded from 

the results of this study that employees perceive their organizational processes and results more 

favorably when authentic individuals lead them. The relationship between authentic leadership 

and perceived fairness in the distribution of information was found to be highly significant in 

the study. This was followed by the relationship between authentic leadership and perceived 

fairness in the distribution of information among individuals. Previous studies have examined 

(Byrne et al., 2012) (Neubert et al., 2009), focusing on specific interactions between leaders 

and their subordinates, such as negotiations and information-sharing requests. According to 

correlation and regression analyses, authentic leadership and justice in interactive forms 

(information and interaction) have a strong correlation, which supported earlier research. This 

could be a result of the fact that daily interactions and information sharing are how managers 

are most likely to impact their staff. 

Furthermore, prior studies have indicated that higher levels of interactional and personal 

justice and informational justice have been linked to lower levels of distributive and procedural 

Justice (Cropanzano et al., 2007)(Greenberg, 2006). This, in turn, enhances the influence of 

the direct supervisor in terms of interactions and information fairness. The study's findings, 

which demonstrate that distributive and procedural justice have a weaker relationship than 

organizational justice, support this theory. The findings of this study suggest that the stronger 

relationship between authentic leadership and interpersonal and informational justice makes up 

for the moderate relationship on the distributive and procedural dimensions. 

The findings demonstrate that employees' perceptions of their supervisor's authentic 

leadership significantly predict their perception of organizational justice after adjusting for 
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demographic factors. Previous studies (Strom et al., 2014) may influence how much attention 

staff members pay to or pay attention to organizational justice issues. The findings back up 

(Folger & Greenberg, 2001) suggestions to promote organizational justice in the workplace by 

giving workers adequate pay, allowing them to speak up and be heard, being transparent when 

implementing and enforcing fair procedures, and informing decision-making of Ways to 

uphold individual dignity and respect and instill in workers the meaning of fairness through 

training, case studies, and exercises to sense. (Kiersch & Byrne, 2015) reported that the study 

is consistent with previous research conducted. These findings provide further evidence of the 

impact of climate change on species diversity. 

5.1.Theoretical Implications: 

This study addresses the research guidelines offered by (Karam et al., 2019). Given the 

connection between leaders' morally relevant judgments and organizational justice perceptions, 

future researchers must explore the potential impact of moral/ethical leadership behaviors on 

perceptions of fairness and how these factors combined influence organizational outcomes. 

More research is required to determine which characteristics of authentic leadership are linked 

to particular organizational justice dimensions and whether there is a connection between 

various characteristics of authentic leadership and organizational justice. Differences in the 

strength of the relationship between when the strength of the relationship between authentic 

leadership and hierarchical justice (distribution and procedure) varies impact both equity theory 

and leadership. Similarly, the relationship between true leaders and forms of judicial interaction 

(interpersonal and information) also plays a role in these implications. The findings imply that 

authentic leader behavior fosters a climate of fairness, a climate of interpersonal and 

informational fairness that encourages various types of individual justice among followers. 

Further study is needed to determine whether leaders who exhibit respect and consideration 

for their workforce through strong interpersonal skills and information-sharing abilities raise 

levels of perceived organizational justice. Hence, further examination is required to ascertain 

if genuine leadership and individual elements of the four facets of fairness (information sharing 

and interpersonal behavior) can yield fresh insights into behavioral discrepancies. In essence, 

the argument can be made that while the leadership literature focuses on authentic leadership 

as an active and values-based approach, ultimately, one could contend that authentic leadership, 

despite its emphasis on specific elements like values, beliefs, morals, and ethics, maybe a 

reflection of the organizational environment in which it exists. This viewpoint is justifiable. 



16 
 

Consequently, effective leadership depends more on how the organizational context is 

perceived and the leader's consistent and predictable behavior rather than solely favorable 

opinions of the leader's character or principles. 

5.2.Practical Implications: 

Extensive research supports the idea that authentic leadership leads to fairness in all aspects 

of a company. Also, the findings indicate that hotel employees value fairness in personal 

interactions and information access more than in distribution and procedures. This study of all 

justice aspects provides empirical evidence supporting the theory that effective leadership 

raises people's perceptions of justice. Additionally, the results demonstrate that hotel 

employees value interpersonal and informational fairness more highly than distributive and 

procedural fairness. When employees feel that rewards are distributed fairly, they will compare 

their contributions to how other employees have been compensated and the distribution of 

rewards. Leaders in the hospitality sector must work to ensure that rewards are given to people 

equally. The same goes for decision-making processes; hotel managers should ensure that they 

are fair and that staff members are informed of them before awarding rewards. 

The survey findings indicate a strong connection between employees' perception of genuine 

leadership and fairness within the organization. HRD professionals should consider these 

findings when performing their roles(Cottrill et al., 2014). Authentic leadership can contribute 

to a more inclusive work environment, leading to higher employee self-esteem and motivation. 

This work has successfully enhanced these aspects. Therefore, an authentic leadership 

development program will encourage leaders to adopt actions that show them a high level of 

respect and mindfulness for their followers and to adopt actions that positively affect the 

organization's financial performance. The study's findings also highlight the need for 

organizations to pay more attention to ethics. Organizational justice is connected to self-

management, as shown. Authentic leadership is valuable for making ethical decisions because 

it emphasizes the moral and ethical aspects of leading more than other leadership philosophies. 

Therefore, HR professionals and organizational leaders must collaborate in establishing 

policies and procedures that actively support and promote ethics while ensuring fairness within 

the organization. The same goes for HR professionals, who should implement initiatives to 

foster a friendly workplace and goodwill among staff members and between staff members and 

managers. 
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Overall, the research points to the need for organizations in the hotel and hospitality sector 

to create leadership practice-focused initiatives that enhance workers' perceptions of 

organizational justice and, in turn, result in favorable organizational outcomes, such as a 

decrease in the high cost of employee turnover. Employees must also feel comfortable 

connecting with and communicating with their managers and supervisors and comprehending 

company policies and procedures. 

5.3.Limitation: 

Self-reported data from the study, a reflective recall of individual experiences, was used. 

Response bias is a phenomenon that has received much attention in behavioral research that 

uses self-reported data. People may overestimate their self-assessment behavior for various 

reasons, from misconceptions about what constitutes an appropriate measure to societal 

expectation bias, which causes respondents to overestimate their self-worth even in anonymous 

surveys. Any inference of causal relationships between variables was not possible because this 

was a cross-sectional study carried out in an uncontrolled field environment. The study is 

carried out in time segments and records responses based on the circumstances that exist at 

those times; a longitudinal design (with enough time and resources) may better record changes 

in perception over time. Due to the underrepresentation of Pakistan among respondents, the 

sample used for this study did not accurately represent all hotel employees. A possible 

explanation for the survey's low response rate among hotels is its distribution. Quantitative 

research is a tool with limited application because organizational justice and authentic 

leadership structures are more complex than scales. Finally, the inability of surveys to be 

completed on mobile devices may contribute to lower completion rates. 

6. Conclusion: 

This study explored the connection between how employees perceive fairness and the 

leadership practiced in hotels. The findings indicated that this study aimed to explore how 

employees perceive fairness and justice within their organization and how their leaders behave. 

The results showed a correlation between how employees perceive their organization's fairness 

and their leaders' authoritative behavior. Furthermore, it was found that employees' perceptions 

of their leaders can predict how they perceive the overall fairness of the organization. Pakistan 

has a significant hotel and hospitality sector. However, the hospitality sector is infamous for 

its hard labor, long hours, and low pay, which ultimately hurt organizational and behavioral 

outcomes, including high employee turnover. The study also discovered that hotel workers 
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interact with their managers the most (regarding pay, performance, procedures, etc., and a 

significant portion of how they perceive organizational justice is shaped by this interaction. 

According to research, employees who believe their leader is following an authentic leadership 

paradigm also experience positive emotions. Authentic leadership is a relatively new paradigm 

emphasizing leadership's ethical and moral aspects. It is based on positive psychology. 

Organizational justice scale. Authentic leaders have a strong relationship between their 

leadership style, communication skills, and ability to handle information effectively. The 

findings also indicate that when employees perceive fairness in actions and outcomes, they 

attribute control to the organization rather than its leaders. These results suggest that 

implementing leadership development programs could effectively promote equality and 

improve labor relations in the hotel industry and other companies. 
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