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Abstract: The research examined the effect of organizational justice, 

perceived organizational support on organizational commitment, and job 

performance and the moderating effect of role stress of employees in logistics 

service providers in Thailand. This research employed a path model utilizing 

structural equation modeling with multivariate techniques combining methods 

of factor analysis. The application of multi-group analysis clarified the 

moderating effects of role stress by grouping the low role stress group and 

high role stress group of respondents. Data was collected from 889 

professional white-collar workers from 15 logistics service providers in 

Thailand. There are two groups that include the low role stress group (n=426) 

and high role stress group (n=433) of respondents which were segregated 

based on the median. This research revealed that perceived organizational 

support ultimately contributes to individuals’ job performance. The results 

indicated moderation effects of role stress, i.e. organizational justice is a 

significant factor that contributes to organizational commitment in high role 

stress group, unlike in low role stress group. Organizational commitment has 

significant negative effect on counterproductive work behavior in low role 

stress group, unlike in high role stress group. The findings can be inferred as 

organizational justice and support are perceived as benefits by individuals, 

which initiates the social exchange relationship then enhances job 

performance of the individuals in an organization via organizational 

commitment. This study has concrete managerial implications, such as by 

announcing and actualizing the flexible workplace can be an effective and 

efficient measures for the logistics service industry. 
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Introduction  

Individuals in organizations are core players who conduct themselves 

accordingly to perform their occupational roles, even when automation and 

innovative information technologies are introduced in their industries. 

However, the relationship between the individuals and the organization do not 

always have a sufficient relationship which has unavoidable consequences.  

Social exchange theory attempts to explain social phenomenon through human 

behavior of exchanging the social values between at least two parties and 

focuses on the norm of ‘reciprocity’ (Gouldner, 1960). The reciprocity implies 

that both parties in the relationship perceive each other as receiving a certain 

value from others and return the values to others. This exchange of relationship 

has been labeled as social exchange relationship and it is distinct from the 

economic exchange relationship that encompasses exchange relationship of 

the wage and labor forces (Blau, 1964). This indicates that organizational 

intervention to the social exchange relationship can provide improvement or 

hindrance to the individuals. The insight of the social exchange theory might 

have a solution for the constructing a better relationship.  

 

The World Health Organization (WHO, 2018) emphasized on the significance 

of improving   health dimension in jobs by reducing the work-related stress to 

enhance occupational health. A healthy job holds appropriate levels of 

pressure on individuals, matching the abilities and resources to the job, and 

receives support from the stakeholders. Moreover, health is not just the 

absence of disease, but a positive condition of complete mental and social 

well-being, in addition to a complete physical state of fitness. Inversely, stress 

at work worsens in specific environments that lack social well-being and when 

individuals feel they have little support from stakeholders and little control 

over work processes. Stress in the organization is discussed in terms of work-

related stress, job stress, occupational stress, and role stress (Parker & 

DeCotiis, 1983; Motowidlo et al., 1986; Lambert & Lambert, 2001). Role 

theory indicates the presence of role stress in the workplace (Kahn et al., 

1964). Role theory takes a different approach in comparison to social 

exchange theory, it brings out that having a good social exchange relationship 

alone might not fully eliminate the existence of stress in individuals at 

workplace. Hence, this research concurrently takes an approach from the role 

theory and it explains individual’s perception deeper than the single approach 

from social exchange theory. 
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According to Batt (2002), majority of empirical researches on human resource 

performance are conducted on blue-collar workers in manufacturing sectors. 

Stock (1997) identified that there is a dearth of empirical research on logistics 

field for theory development. Moreover, the function of stress at workplace 

has room for discussion because of the contradicted claims between the 

positive and negative effect on the individual variables such as the individual 

job performance, organizational commitment, and job satisfaction (Lankau et 

al., 2006; Rizzo et al., 1970). The mentioned gap implies room for research to 

explore the function of the role stressors on individuals and would contribute 

to provide the clarification of the relationship among role stress, 

organizational commitment, and, job performance.  

 

Objective  

The objective of this research is to develop a conceptual framework, and test 

the hypotheses related to job performance, organizational commitment, role 

stress, organizational justices, and perceived organizational support grounded 

on the social exchange theory. The main research question explored is “Do 

organizational justice and perceived organizational support affect job 

performance indirectly, mediated by organizational commitment and 

moderated by role stress? 

 

Literature Review  

Social exchange theory is a significant conceptual paradigm for revealing 

behavior at workplace and in the view of the exchange of loyalty and effort of 

the individuals and rewards from the organization (Cropanzano & Mitchell, 

2005). A social behavior is defined as an exchange of goods, like material 

goods and non-material goods such as prestige, affirmation, and symbols of 

approval (Homans, 1958). Gouldner (1960) specified, if one party treats the 

other party well, the reciprocity forces the treated party to return the benefit 

and favor. Thereby, it is possible that non-material goods such as perception 

of fairness can initiate the social exchange relationship through individual’s 

responses as well as the exchange of mutual benefits, or enhancing the level 

of exchange (Eisenberger et al., 1986; Rupp & Cropanzano, 2002). In turn, the 

social exchange relationship holds on the background of reciprocity with the 

perception of fairness. Organizational support theory is in line with social 

exchange theory in terms of the exchange relationship between individuals 

providing the effort and loyalty and the organization providing social 

resources and tangible benefits (Rhoades & Eisenberger, 2002; Cropanzano & 

Mitchell, 2005). Organizational support theory supports the practice of 

reciprocity and the concept of social exchange relationship, but it focuses more 

on the perceived organizational support, i.e., individuals’ beliefs concerning 

how the organization places importance on the employee’s contribution and 
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their well-being (Rhoades et al., 2001). There is some commonality in social 

exchange approach and organizational support theory, both indicates that 

individuals reciprocate favorable treatment with organizational commitment 

and job performance (Rhoades et al., 2001; Kurtessis et al., 2017). Thus, the 

work environments do play an important role based on organizational support 

theory and social exchange theory. 

 

In addition to social exchange, Blau (1964) elaborates on the existence of 

power in social life and concludes that power contributes to create inequality 

among subordinates with their superiors. It indicates the usage of power of 

organization and social exchange relationship as undividable. The power 

influences individuals or groups, including those executed in exchange 

transactions whereby one induces others to do one’s wishes by rewarding them 

for doing so (Blau, 1964). The relationship between the individual’s effort and 

reward from organizations is called a social exchange relationship which 

creates power in the organization through the process of social transactions. 

Distributing the power within the organization requires organizational justice 

and individuals’ activities within the organization are defined by their roles. 

In this context, early social exchange research focused on the role of 

individuals’ attention in the perceptions of fairness; and nowadays, the 

implications of social exchange relationship for organizational justice have 

been recognized, e.g., procedural justice linking with the organization and 

interactional justice linking with the supervisor (Rupp & Cropanzano, 2002). 

Perception of justice is an essential input for an individual’s judgments of the 

quality of social exchange relationships (Masterson et al., 2000). Moreover, 

researchers indicated that it is importance of organizations to be aware of 

organizational justice (Colquitt et al., 2001; Lavelle et al., 2007; Rhoades et 

al., 2001; Cohen-Charach & Spector, 2001). 

 

As the creation of power in the organization through social exchange, 

organizations provide roles to the individuals with authorization. Both 

classical role theory and organizational theory describe the position that 

formal organizational structures specify a responsibility and position or a set 

of tasks (Rizzo et al., 1970). Katz and Kahn (1966) emphasized the concept of 

the role as a key factor for connecting organizations and individuals. Biddle 

(1986) explained roles from the perspective of role theory in which individuals 

are considered members of a specific group holding with the expectation for 

their behaviors and performances in their social positions. Role theory 

provides an approach to the relationship between the organization and 

individuals differentiated from the social exchange theory and organizational 

support theory. Role theory offers functional and formal relationship for 

individuals among the social members and organization that contains a certain 
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force to individuals; unlike the relationship that the other two theories offer. 

Hence, it is possible to indicate that organizations provide roles to individuals 

which may cause stress.  

 

Rizzo et al., (1970) also indicated that role stress generally increases the 

probability of individuals becoming dissatisfied with the provided role by the 

organization and will therefore experience anxiety, which will negatively 

affect their organizational reality, and as a result, perform less effectively and 

stress in the workplace is considered to impact individuals’ bond to the 

organization and their performance. Researchers who insist the negative effect 

of stress factors on organizational commitment or job performance had also 

not denied the differences of stress perception by individuals (Lankau et al., 

2006). Therefore, levels of the stress exist on the individuals and different 

degrees of stress levels are possible to provide the specific influences for 

individuals’ perception in the work environments. Therefore, this research 

focuses on moderating effect of stress level, i.e. lower role stress group and 

higher role stress group have a different direction of relationship for the 

concerned variables. 

 

The notion that individuals’ job performance can be a source of the 

organizational performance and effectiveness is widely agreed. A significant 

correlation was confirmed for the association between individual job 

performance and organizational performance (Goodman & Svyantek, 1999). 

Job performance is not only the simple behaviors of the core-task of an 

assigned job, but also contains wider behaviors of individuals in the 

organization. Furthermore, Viswesvaran (2001) pointed out the existence of 

counterproductive work behavior such as having negative values for 

organizational effectiveness should be included in assessing job performance. 

Hence, Job performance is multi-dimensional in that each of the components 

has unique characteristics and cannot be combined (Campbell & Wiernik, 

2015; Murphy & Kroeker, 1988; Koopmans et al., 2016). This research applies 

the three models of job performance measurement, which are task 

performance, contextual performance, and counterproductive work behavior 

(Koopmans et al., 2016). 

 

The literature review clarified the variables to investigate the theoretical 

linkage between the suggested variables i.e., organizational justice, perceived 

organizational support, organizational commitment, task performance, 

contextual performance, counterproductive work behavior, and role stress. 

The definition of the discussed variables is summarized in Table 1. 
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Table 1: The Definition of the Variables 

 

Conceptual Framework  

Based on the reviewed literature, individuals and organizations are in a state 

of mutual beneficial relationship grounded on the norm of reciprocity. 

Organizations attempt to provide improved work environments to individuals 

with the expectation of higher attachment for the organization as well as higher 

job performance whereby individuals attempt to return the values by following 

the expectations of the organization. The concept of social exchange theory 

provides the theoretical background to the mutually beneficial relationship 

between the organization and individuals, such that the organization provides 

a fair and supportive environment through organizational justice and 

perceived organizational support and individuals offer back the psychological 

state of belongingness to the organization as organizational commitment, then 

finally, organizational commitment becomes associated with individual’s job 

 Definition Researchers 

Organizational 

Justice 

A personal evaluation about the 

ethical and moral standing of 

managerial conducts. 

Cropanzano et al., 

(2007) 

Perceived 

Organizational 

Support 

A global belief of the individuals 

concerning the organization 

values the individuals’ 

contribution and cares about 

their well-beings 

Eisenberger et al., 

(1986) 

Organizational 

Commitment 

A relative strength of an 

individual’s identification and 

involvement with a particular 

organization. 

Mowday et al., 

(1978) 

Task and 

Performance 

A behavior formally recognized 

as the job role which contribute 

to the organization’s technical 

core. 

Borman & 

Motowidlo (1997) 

Contextual 

Performance 

A behavior that supports the 

organizational, social and 

psychological environment in 

which the technical core must 

function. 

Borman & 

Motowidlo (1997) 

Counterproductive 

Work Behavior 

A behavior that harms the well-

being of the organization. 

Rotundo & 

Sackett (2002) 

Role Stress A stress experienced by the 

individual because of their role 

in the organization. 

Khetarpal & 

Kochar (2006) 
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performance (Eisenberger et al., 1986; Robinson et al., 1994; Colquitte et al., 

2001; Meyer et al., 2002). Moreover, researches that indicated structural paths 

between the suggested variables are summarized on Table 2. 

 

Table 2: Structural Paths between the Variables 

Structural Paths Researchers 

Organizational 

Justice 

 Organizational 

Commitment 

Folger & Konovsky (1989); 

Crow et al., (2012) 

Perceived 

Organizational 

Support 

 
Organizational 

Commitment 

Masterson et al., Rhoades & 

Eisnberger (2002); Ahmed et 

al., (2015) 

Organizational 

Commitment 
 Task Performance 

Tseng & Lee (2011); Robbins 

& Judge (2015) 

Organizational 

Commitment 
 

Contextual 

Performance 

Cichy et al., (2009); Robbins 

& Judge (2015); Al Zefeiti & 

Mohamad (217) 

Organizational 

Commitment 
 

Counterproductive 

Work Behavior 

Ramshida & Manikandan 

(2013); Ugwu & Okafor 

(2018) 

 

On the other hand, it is the organization that provides the roles to the 

individuals and that could create role stress. Stress in the workplace is 

considered to influence individuals’ bond to the organization and their 

performance. Role stress, including occupational stress or job stress is part of 

a multidisciplinary research in behavioral science. However, most of the 

studies treat stress related variables as an independent variable or dependent 

variable (LePine et al., 2005; Coetzee & Chetty, 2015; Sonnentag & Frese, 

2003; Panaccio & Vandenberghe, 2009; Rizzo et al., 1970; Beehr et al., 2003; 

Stamper & Johlke, 2003).  An approach focusing on the degree of stress level 

effects the different perceptions of individuals may serve as an alternative 

perspective and the contradictions related to stress factors are not conclusive, 

yet as Viswesvaran et al., (1999) indicated, rational approaches for the 

potential moderators related to studies on stress are required. Several 

researches offered and concluded the moderators of stress included 

organizational justice, organizational commitment, job performance, and 

counterproductive work behavior (Beehr et al., 1976; Jamal, 1984; 

Viswesvaran et al., 1999; Wiesner et al., 2005; Judge & Colquitt, 2004; 

Penney & Spector, 2005). These claims indicate that role stress itself is the 

potential moderator of these organizational variables. Therefore, the following 

conceptual framework is offered in addition to linkages between each variable.  
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Figure 1: Conceptual Framework with the Moderating Effect of Role 

Stress 

 

The literature review clarified the variables to investigate with the theoretical 

linkage between the suggested variables i.e., organizational justice, perceived 

organizational support, organizational commitment, task performance, 

contextual performance, counterproductive work behavior, and role stress. 

Moreover, this research presumes the existence of moderating effect of role 

stress between the organizational justice and organizational commitment as 

well as organizational commitment and counterproductive work behavior. The 

explanations of each hypothesis are described. 

 

The concept of organizational justice originated from equity theory as a factor 

of distributive justice. Walster et al., (1973) summarized the relationship of 

fairness perception and stress from the perspective of equity theory as the 

higher inequitable perception of individuals i.e., the higher perceived distress. 

In addition, uncertainty can be considered a potential risk for the individuals 

and unfair treatment by uncertain management of the organization may 

possibly cause stress to individuals. Uncertainty and lack of fair management 

then become the components of the stress (Beehr & Bhagat, 1985). Hence, it 

is possible to consider that organizational justice has a certain relationship 

with role stress from the perspective of the equitability and uncertainty.  

 

This study presumes that stressful work environment to the individuals has 

certain negative effect on the relationship between organizational justice and 

organizational commitment. According to Greenberg (2004), stressful 
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reactions can be mitigated by application of organizational justice. 

Conversely, it is possible that the high degree of role stress group perceives 

organizational justice more than the low degree group. Even from the 

perspective of social exchange theory, high degree of role stress group might 

expect more benefit than low degree group since reciprocity forces the 

individuals mind to return the benefit from organization. As a result, the high 

degree of role stress group places importance of organization’s application of 

justice and once the high level of organizational justice confronts on 

individuals, individuals heighten the organizational commitment. Therefore, 

first hypothesis offered is. 

 

Hypothesis 1 (H1): Organizational Justice is positively related to the degree 

of Organizational Commitment in the high degree of Role Stress group.  

 

From the opposite angle, it cannot be definitely concluded that the low degree 

of role stress group indicates the negative relationship between organizational 

justice and organizational commitment since injustice causes stress 

(Greenberg, 2004). It is difficult to consider that once organization applies the 

low level of justice, individual’s organizational commitment would be 

increased. At the same time, there is little evidence that low degree of role 

stress group and high degree of role stress group has same perception toward 

the organizational commitment. Therefore, second hypothesis offered is. 

 

Hypothesis 2 (H2): Organizational Justice has no relationship to the degree 

of Organizational Commitment in the low degree of Role Stress group. 

 

The incongruence between the role demand and available sources surrounding 

the individuals cause the role stress that finally affect the organizational 

commitment via the psychological strain. Specifically, the negative effect of 

role stress on the organizational commitment was indicated (Allen & Meyer, 

1990; Cooper et al., 2001; Addae et al., 2008). Counterproductive work 

behavior is individuals’ negative effects of behaviors in the organization, 

which has an opposite direction with task and contextual performance 

(Borman & Motowidlo, 1993; Rotundo & Sackett, 2002). This research has 

basic presumption that individuals who have high organizational commitment 

would have low counterproductive work behaviors in order to maintain 

organizational sustainable outcomes. In addition, the low degree of role stress 

group might not impact for the basic presumption, therefore, the third 

hypothesis offered is.  
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Hypothesis 3 (H3): Organizational Commitment is negatively related to the 

degree of Counterproductive Work Behavior in the low degree of Role Stress 

group.  

 

The counterproductive work behavior is the intentional behaviors that include 

harmful behaviors to the organization or individuals’ relationship in the 

organization (Bennet & Robinson, 2000; Gruys & Sackett, 2003). In the case 

of individuals possessing high degrees of role stress, enables them to react 

positively to counterproductive work behavior. The concept is in line with the 

basic concept of stress and job performance has a negative linear relationship. 

Moreover, Sullivan and Bhagat (1992) claimed that individuals faced with 

stress are more likely to spend time engaging in undesirable activities such as 

wasting time or sabotage. It is possible that even possessing the high levels of 

organizational commitment, the high degree of role stress group lead to 

negative behaviors in the organization. Therefore, the fourth hypothesis 

offered is. 

 

Hypothesis 4 (H4): Organizational Commitment is positively related to the 

degree of Counterproductive Work Behavior in the high degree of Role Stress 

group.  

 

Method/Procedure 

This research employed a deductive approach, cross-sectional method with 

self-reporting, and path models utilizing structural equation modeling (SEM) 

with multivariate techniques combining methods of factor analysis. Firstly, 

this research applied exploratory factor analysis (EFA) in order to reduce the 

factors and extract the meaningful items from the questionnaires. Secondly, it 

applied confirmatory factor analysis (CFA) in order to evaluate the adequacy 

of extracted factors. Thirdly, distinctions of each variable are measured by 

discriminant analysis. Finally, it applied the path model in order to conclude 

the hypotheses and multi-group analysis for comparing the low role stress 

group and high role stress group. 

 

White-collar workers in a logistics service provider in Thailand were selected 

as the target industry since knowledge and transformation of knowledge in the 

logistics service industry is significantly important for the capability of them 

where white-collar workers perform knowledge-based tasks (Hopp et al., 

2009; Multaharju & Hallikas, 2015). The logistics service provider is defined 

broadly as a firm which provides any business of logistics services and it can 

include firms called 2PL who focus on the basic logistics activities such as 

transportation and warehousing; 3PL who focus on the integration of logistics 

service; and 4PL who focus on the integration of the supply chain which 
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heavily focuses on information technology and software solutions (CSCMP, 

2013; Hanus, 2013).  

 

The instrument originally comprises of 79 items from questionnaires with 

seven measures of organizational justice, perceived organizational support, 

organizational commitment, task performance, contextual performance, 

counterproductive work behavior, and role stress (Meyer et al., 1993; 

González-Romá & Lloret, 1998; Colquitte et al., 2001; Eisenberger et al., 

2001; Koopmans et al., 2016). After the pilot test by fifty samples in a logistics 

service provider in Pathumthani Province of Thailand, the minor problems for 

describing demographic information were corrected. The pilot test results 

showed that all the variables have proper reliability, and the overall test is 

internally consistent after deleting a total of five items of low factor loading 

items, four items of role stress and one item of organizational commitment and 

research conducted in the 75 items questionnaires. After applying EFA using 

the method of principal component analysis as recommended by Wold et al., 

(1987), five items per measure were extracted by first to fifth high loading 

items with a total of 35 items from the structured questionnaire. 

 

Findings/Results  

1,000 questionnaires were distributed to the target respondents of 15 logistics 

service providers in Thailand and returned 889 questionnaires with a response 

ratio of 88.9 percent. However, 30 sets of unfinished samples were deleted. 

The unfinished samples contain missing data that were made by failing to 

answer some of the questions in the survey or returned as blank. Therefore, 

859 samples were included in this research. The reliability analysis was 

applied to measure the internal consistency of the selected five items per 

construct. From Table 3 it can be noted that, Cronbach’s alpha of each 

construct is more than 0.6 denoting the proper level of the internal consistency 

of the scales (Nunnally, 1978). 

 

Table 3: Results of Reliability Analysis 

Construct Reliability (Cronbach’s Alpha) 

Organizational Justice 0.858 

Perceived Organizational Support 0.915 

Role Stress 0.793 

Organizational Commitment 0.826 

Task Performance 0.855 

Contextual Performance 0.884 

Counterproductive Work Behavior 0.914 
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CFA is conducted to assess the fit of the measurement model. It represents the 

degree to which the specified indicators represent the hypothesized constructs 

as χ2/df=2.671; RMSEA = 0.044; GFI = 0.909; CFI= 0.949. It indicates that 

items represent the constructs intended for measuring as shown in Figure 2.  

 

 
 

Figure 2: Confirmatory Factor Analysis to Measure the Fit of the 

Measurement Model 

 

Note: χ2/df=2.671; RMSEA = 0.044; GFI = 0.909; CFI= 0.949 

 

The estimates in Table 4 explain how each construct is distinct from other 

constructs based on discriminant analysis. It compared variance extracted in 

the diagonal table. The construct is distinct from other constructs when the 

variance extracted is more than the squared correlation. As results of 

comparisons, each construct is distinct from other constructs, however, a slight 

overlapping is observed between organizational justice and organizational 

support as well as task performance and contextual performance. 
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Table 4: Results of Discriminant Analysis 
Constructs OJ OS RS OC TP CP CB 

Organizational 

Justice (OJ) 

0.511 0.569 0.014 0.276 0.211 0.139 0.000 

Organizational 

Support (OS) 

 0.699 0.040 0.345 0.127 0.125 0.001 

Role Stress   0.449 0.075 0.018 0.020 0.070 

Organizational 

Commitment (OC) 

   0.466 0.082 0.072 0.018 

Task Performance 

(TP) 

    0.561 0.563 0.006 

Contextual 

Performance (CP) 

     0.569 0.002 

Counterproductive 

Work Behavior 

(CB) 

      0.677 

Note: Diagonals are variance extracted. Off diagonals are squared 

correlations. 

 

As a conclusion of CFA, the measurement tools used for measuring of the 

constructs of the research are adequate with satisfactory reliability and 

discriminant validity. Since the results of CFA provided the validity for the 

model, a comparison of the theorized model was compared by proceeding with 

SEM by the degree of role stress levels. This research examined the 

moderating effect of role stress. The application of multi-group analysis 

clarified the moderating effects of role stress by grouping the low role stress 

group and high role stress group of respondents. There are two groups that 

include the low role stress group (n=426) and high role stress group (n=433) 

of respondents from total sample of 859 which were segregated based on the 

median.  The results are shown in Table 5 and Table 6 as well as Figure 3 and 

Figure 4. The moderating effects of role stress are well noticeable. 

 

Table 5: Statistical Results of Low Role Stress Group 

Structural Paths 

Low Role Stress Group 

Unstandard 

Estimate 

Standard 

Error 
t-value p-value 

Standard 

Estimate 

Organizational Justice 

-> Organizational 

Commitment 

0.183 0.100 1.841 0.066 0.138 

Perceived 

Organizational 

Support - > 

Organizational 

Commitment 

0.430 0.075 5.702 *** 0.502 
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Structural Paths 

Low Role Stress Group 

Unstandard 

Estimate 

Standard 

Error 
t-value p-value 

Standard 

Estimate 

Organizational 

Commitment -> Task 

Performance 

0.261 0.049 5.309 *** 0.391 

Organizational 

Commitment -> 

Contextual 

Performance 

0.302 0.058 5.195 *** 0.340 

Organizational 

Commitment -> 

Counterproductive 

Work Behavior 

-0.174 0.055 -3.148 0.002 -0.192 

 

 

Figure 3: Path Model of Low Role Stress Group 

 

Note: χ2/df=2.224; RMSEA = 0.038; GFI = 0.876; CFI = 0.940, the 

unstandardized estimates were presented: *** p < 0.001, ** p < 0.01, NS (dash 

line) denotes coefficients that are non-significant from zero at p > 0.05. 

 

Table 6: Statistical Results of High Role Stress Group 

Structural Paths 

High Role Stress Group 

Unstandard 

Estimate 

Standard 

Error 
t-value p-value 

Standard 

Estimate 

Organizational Justice 

-> Organizational 

Commitment 

0.532 0.132 4.042 *** 0.314 

Perceived 

Organizational 

Support - > 

Organizational 

Commitment 

0.479 0.088 5.427 *** 0.409 

Organizational 

Commitment -> Task 

Performance 

0.188 0.034 5.568 *** 0.306 

Organizational 

Commitment -> 
0.175 0.031 5.586 *** 0.312 
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Structural Paths 

High Role Stress Group 

Unstandard 

Estimate 

Standard 

Error 
t-value p-value 

Standard 

Estimate 

Contextual 

Performance 

Organizational 

Commitment -> 

Counterproductive 

Work Behavior 

0.229 0.04 5.693 *** 0.307 

 

 

Figure 4: Path Model of High Role Stress Group 

 

Note: χ2/df=2.224; RMSEA = 0.038; GFI = 0.876; CFI = 0.940, the 

unstandardized estimates were presented: *** p < 0.001, ** p < 0.01, NS (dash 

line) denotes coefficients that are non-significant from zero at p > 0.05. 

 

The path models clarified the significant mediating effect of organizational 

commitment. Organizational commitment mediates the relationship between 

the independent variables of organizational justice and perceived 

organizational support and the dependent variables of task performance, 

contextual performance, and counterproductive work behavior. The results 

support the concept of social exchange theory that an organization tries to 

realize the organizational justice and offers the organizational support to the 

individuals, then, individuals enhance the organizational commitment that 

eventually drives the job performance (Eisenberger et al., 1986; MacKenzie et 

al., 1998; Colquitt et al., 2001; Meyer et al., 2002; Hunter & Thatcher, 2007) 

 

In the low degree of role stress group, there is no significant relationship 

between organizational justice and organizational commitment. Perceived 

organizational support has a significant positive effect on organizational 

commitment. Organizational commitment has a significant positive effect on 

task performance and contextual performance. Conversely, significant 

negative effect on counterproductive work behavior was observed. In the high 

degree of role stress group, there is significant positive relationship between 

organizational justice and organizational commitment. Perceived 
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organizational support has a significant positive effect on organizational 

commitment and organizational commitment has a significant positive 

relationship with task performance, contextual performance, and 

counterproductive work behavior. Hence, two significant changes are 

noticeable between the results of low role stress group and high role stress 

group. 

 

1)  Organizational justice is positively related to the degree of organizational 

commitment in the high degree of role stress group. On the other hand, 

organizational justice has no relationship to the degree of organizational 

commitment in the low degree of Role Stress group. 

 

2) Organizational commitment is negatively related to the degree of 

counterproductive work behavior in the low degree of role stress group. 

On the other hand, organizational commitment is positively related to the 

degree of counterproductive work behavior in the high degree of role stress 

group.  

 

Then, proposed hypotheses; H1, H2, H3, H4 are supported, and this research 

concluded the moderation effect of role stress on the relationship between 1) 

organizational justice and organizational commitment and 2) organizational 

commitment and counterproductive work behavior. 

 

Discussion  

Research results concluded the answer for the research question that, 

“Perceived organizational support affect job performance indirectly, 

mediated by organizational commitment and moderated by role stress in the 

low degree of role stress group and organizational justice and perceived 

organizational support affect job performance indirectly, mediated by 

organizational commitment and moderated by role stress in the high degree 

of role stress group”. This research revealed that a belief of an individual that 

the organization values individuals’ contribution or perceived organizational 

support to individuals ultimately contributes to their job performance. Role 

stress is concluded as the factor that changes this relationship as high degree 

of role stress increases counterproductive work behavior even when 

organizational commitment is high; moreover, the existence of organizational 

justice is significant in the context of a high role stress environment.  

 

The degree of role stress level causes significant difference in the existence of 

organizational justice i.e., low degree of role stress group does not perceive 

the existence of organizational justice; however, high degree of role stress 

group perceives the existence of organizational justice. Moreover, the degree 
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of role stress levels causes another significant difference for the relationship 

between organizational commitment and counterproductive work behavior, 

i.e., a negative relationship is observed in low role stress group and there is a 

positive relationship is observed in high role stress group. 

 

 The results confirm the conceptual framework and are grounded on social 

exchange theory that implies the relationship of reciprocity as well as role 

theory. It can be implied that role stress does play a significant role in 

workplace. Hence, the current research indicates the indirect influence of 

organizational justice and perceived organizational support on job 

performance mediate by organizational commitment in low and high role 

stress group. The results provide an answer to the relationship between the 

organization and individuals which do not always have a sufficient 

relationship that cannot be avoided.  Organizational justice and support are 

perceived as a benefit by individuals, which start the social exchange 

relationship which returns heightened job performance from individuals to an 

organization via organizational commitment. Moreover, the individuals’ job 

performance can be the source of organizational performance that finally 

could drive the entire economy (Goodman & Svyantek, 1999; Campbell & 

Wienik, 2015). 

 

The mediating effect of organizational commitment provides the implication 

for the relationship between the organization and individuals. Organizational 

commitment is considered an array of obligations of individuals to the 

belonging organization (Robinson et al., 1994). Once organization provides 

the intangible rewards to individuals, they discharge their obligation by 

increasing organizational commitment since receiving the social benefits that 

invoke the reciprocity and develops a mind of obligation to the organization 

(Meyer et al., 2002). Organizational commitment is confirmed as an important 

variable from the perspectives of social exchange theory since it influences 

individuals to offer loyalty and dedication to an organization with heightened 

job performance as Rhoades and Eisenberger (2002) concluded. This research 

confirms the existence of social exchange relationship that exchanges 

intangible values of the organization and returns of the individuals based on 

the rule of the reciprocity and concludes that organizational commitment is 

one of the direct sources of the individuals’ job performance since the 

commitment binds an individual to a target as well as committed individuals 

offer high levels of performance to organization. 

 

This study suggests concrete implications for logistics service industry in 

Thailand. The major attributes of job performance were clarified as a possible 

foundation for competitive advantage of firms. Perceived organizational 
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support is confirmed as a stable predictor of organizational commitment as 

well as job performance from the research results. The resource-based view 

suggests the enhancement of human capital resources to develop the 

competitive advantage and it claims that human resource management can 

perform a major role in warranting the individuals in organization to meet the 

criteria of the human capital resources (Barney, 1991; Armstrong & Tayler, 

2014). Moreover, the policies of human resource management are applicable 

for improving organizational commitment and job performance (Walton, 

1985; Johnson & Szamosi, 2018). This study suggests a policy of human 

resource management that has linkage with perceived organizational support 

since it is stable predictor regardless of degree of role stress level. 

 

According to Chou et al. (2018), the flexibility is an effective driver of service 

users’ loyalty as well as forming their trust and it is a source of competitive 

advantage to improve the service users’ attachment to a logistics service 

provider. In addition, the improvement in flexibility, service level and quality 

are the foundation of the operational performance as the organizational level, 

and individual’s flexibility is one of the skill requirements for the logistics 

personnel as the individual level (Ward et al., 1998; Menon, 2012).  Thus, 

from every perspective from the service users, organization, and individual, 

flexibility is significant factor for the logistics service industry and it is 

convincible to consider that human resource management of logistics service 

industry should place the importance in actualization of the flexibility in the 

organization.  

 

Flexibility in the workplace is perceived as a kind of support that represents 

the organizations valuing the individuals as its benevolent intention (Bal et al., 

2013). As this study concluded, perceived organizational support is confirmed 

as a stable predictor of organizational commitment which finally impacts 

individual job performance. Hence, it is possible to infer that increasing the 

flexibility in the workplace can contribute to increasing the individual’s 

perceived organizational support. The concept of workplace flexibility is 

considered the delegation of decision makings from organizations to 

individuals to how work is managed (Hill et al., 2008). It maintains and 

improves individuals’ motivation and performance and organizational 

commitment (Herrbach et al., 2009; Crawford et al., 2010; Glass & Finley, 

2002). The realization of workplace flexibility is persuasive for the individuals 

to promote the understanding of the importance of flexibility since the 

organization itself intend to realize the flexibility that enhances the delegation 

of decision making at workplace to employees. Moreover, a flexible 

workplace has congruency for the external demands that users expect 

flexibility particularly in the logistics service industry. 
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The human resource management policy that the organization intends for 

enhancing the workplace flexibility should be announced both for external 

(service users) and internal (employees) in order to show the attitude and 

policy of the organization. For the service users, the announcement should be 

recognized as the sign of the managerial attitude that tries to realize the 

expected level of flexibility. For the employees, the announcement should be 

recognized as the initial sign of the organization trying to realize sufficient 

organizational support. Hence, this research suggests the announcing and 

actualizing the flexible workplace is one of the effective and efficient 

measures for success in the logistics service industry. 

 

This research focuses on the logistics service industry in Thailand; therefore, 

the results may not be generalized to other countries and industries. Hence, 

applicability of the results should receive attention by testing the model in 

different regions or culture. This research employed a cross-sectional method 

that collected the data in one time. Therefore, a longitudinal survey method to 

collect the data from the same sample group over a period of time could be 

recommended. This research did not measure the applicability of specific 

human resource policies; therefore, future research should select a specific 

policy and measure its applicability in order to redesign the practices in the 

human resource management field. These research emphases on the 

moderating effect of role stress and provided certain clarity on the function of 

role stress, however, role stress is an intra-organizational type of stress. 

Sullivan and Bhagat (1992) suggested extra-organizational types of stressors 

are as important as intra-organizational sources. Hence, focusing on the both 

the intra- and extra-organizational types of stress can provide deeper visions 

for stress related research as compared with focusing on a single approach. 
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