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ABSTRACT
.
The healthcare sector framework highlights the importance of organizational justice in shaping employee attitudes and
behaviors within healthcare settings. It emphasizes that perceptions of fairness—encompassing distributive, procedural,
and interactional justice—are crucial for fostering (OCB) and enhancing employee engagement, ultimately impacting
the quality of patient care and organizational effectiveness. Thisresearch aims fo examine the impact of organizationa
justice on organizational citizenship behavior (OCB) and employee engagement among healthcare professionals. The
study emphasizes the critical role that perceptions of fairness play in enhancing employee morale and productivity within
healthcare setfings.

The study utilizes a comprehensive literature review fo analyze existing theories and empirical findings related fo
organizational justice, OCB, and employee engagement. It synthesizes insights from various studies to develop a
theoretical framework thatillustrates the relationships between these constructs. Specifically, when healthcare employees
feel that they are treated fairly with respect fo resource distribution, decision-making processes, and interpersondl
interactions, they are more likely to exhibit behaviors that support their organization and engage actively in their roles.

The research concludes that fostering a culture of organizational justice is essential for promoting OCB and enhancing
employee engagement in healthcare environments. Its originality lies in its focus on the healthcare sector, providing a
unique perspective onhow justice perceptions can drive positive organizational outcomes. This study lays the groundwork
for future empiricalresearch to validate these proposedrelationships in practical settings, especially within the healthcare
sector, and the dedication and willingness of employees are vital for success.
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INTRODUCTION
.
In systems that are complex, specificallyin professions that are basic necessities to society, the structure of an organization
issometimes deficientin consistency and fransparency, which can resultin perceived unfairness. Healthcare is a complex
structure. It is challenging to address such complexities. Healthcare managers and professionals usually insist on
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comprehending business and industry improvementsin quality and effectiveness. The use of such methods enhances the
level of healthcare, although this is not always demonstrated. Healthcare involves moral aspects that are difficult to
categorize into business or fechnology categories. Therefore, healthcare facilities are advised to create cutting-edge
management frameworks where organizational justice helps to define the essence and core principles of healthcare.
In complexsystems, especiallyin essential professions, an organization's structure may lack consistency and transparency.
Khanam et al (2024) highlight the growing importance of responsible leadership in fostering a positive organizational
environment in healthcare contexts. They stress the importance of strong leadership in improving employee happiness
and loyalty, especially in demanding fields such as healthcare. Research has sought to investigate how organizational
justice plays a key role in connecting responsible leadership with employees' intentions to leave the company. The
research aims fo fill this gap by exploring how perceptions of fairness can impact employees' choices to stay or depart
from their organizations. Finally, this study helps us better grasp how leadership and employee behavior interact within
healthcare management. Improving the understanding of dynamics [1].

Organizational justice is essentially associated with the psychosocial behaviors of employeesin organizations.In addition,
organization justice impacts employees’ work performance and promotes positive attitudes among employees. Some
theories have shown that organizational justice can influence employees’ commitment at work as well as their
commitment to the organization [2].Employee engagement is the most fundamental and predominant factor for the
growth of organizational revenue and advocates customer satisfaction with the company and the product [3].Employee
engagement is correlated with the characteristics of loyalty and commitment to the company, and volunteered passion
involves contributing to the company and constructive behavior at work to obtain the organization’s growth and success
[[4]]. These engaged behaviors from employees and the willingness to work beyond actual performance for the
organization's effectiveness are more in-demand necessities in existing competent and modern businesses.
Organizational citizenship behavior is the specific mannerism that evolves from the effect of employee engagement,
which improves an individual's commitment to work, to the recognition that individual engagement in organizationa
citizenship behavior canincrease team-level work engagement. Thisemployees’ constructive work engagement withthe
organizationis referred to with a term called “Organizational Commitment”. Organizational commitment of employees
and employees’ organizational citizenship behavior characteristicsincrease the organization’s growth and sustainability
in the market [4].

Leaders in the healthcare industry should assess employee levels of organizational citizenship behavior, among other
factors, to take appropriate measures against negative elements and promote constructive ones. They are able to
increase productivity, loyalty to the organization, work safisfaction, and employee engagement as a result. This study wil
inform the engagement levels of employees, assisting them in forecasting their commitment to the organization, their
satfisfaction, their intention to leave, and their ability fo develop their competencies. The current study will help
organization managers take the right preventative steps by identifying components related to organizational justice.
Additionally, it could offer guidance to scholars who wish to conduct more research on this subject.

The study's primary goals are as follows to:
¢ Explore the facets of organizational justice, citizenship behavior, and employee engagement
* Investigate the links among employee engagement, organizational citizenship behavior, and organizational justice

e Create a conceptual framework that employs organizational justice as a predictor of employee engagement and
citizenship behavior

METHODS

.
The study utilized secondary materials, including books, blogs on websites, white papers, expert interviews, and scientific
journal articles. Terms such as organizational citizenship behavior, organizational justice, employee engagement,
organizational effectiveness, and search engines were used to identifyrelevantliterature. The material reviewed was used
to help build the framework. The conceptual study on organizational justice in healthcare settings employed a narrative
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review approach, synthesizing insights from various empirical studies and theoretfical frameworks to explore the
relationships between organizational justice, organizational citizenship behavior (OCB), and employee engagement. The
review covered literature from the past two decades, focusing primarily onstudies published between 2000 and 2023, to
ensure a comprehensive understanding of contemporary issues and trends in the field. Key databases utilized included
PubMed, Wiley Online Library, and ResearchGate, chosen for their extensive collections of peer-reviewed articlesrelated
to healthcare and organizational behavior. This selection was aimed at capturing a wide array of perspectives on how
perceptions of fairness—distributive, procedural, and interactional—affect employee attitudes and behaviors in
healthcare environments. The review highlighted significant findings that link organizational justice to improved employee
morale, productivity, and ultimately, patient care quality, laying a solid foundation for future empirical researchin this
crifical area.

ORGANIZATIONAL CITIZENSHIP BEHAVIOR

.
In adopting the term organizational citizenship behavior, there is no defined statement for organizational citizenship
behavior, but interpretations of organizational citizenship behavior strongly persistin ferms of its central progress in terms
of employees’ citizenship behavior and voluntary commitment to the organization. Organizational citizenship behavior
does not mean that employees engage in formal work in the organization. Several studies have shown that positive
behavioral approaches such as organizational citizenship behavior have a considerable effect on an organization'’s
effectiveness. More specifically, the present study Nienaber & Martins (2020) [5] shows that top MNC organizations are
highly proficient and obtain positive attention from their customers through employees’ organizational citizenship
behavior. These obligating acts from individuals are not encountered from companies that force agreements or policies;
rather, employees choose behavior from theirown preferences to work in integrity and exceed support for organization
effectiveness. Organizational citizenship behavior from employeesis the main cause of job satisfaction and organizational
justice. Organizational Justiceis also an influencing factor for the representation of organizational citizenship behaviorin
employees [6]. Nienaber & Martins (2020) [5] interprets five critical aspects of organizational citizenship behaviors, such as
altfruism, courtesy, civic virtue, conscientiousness, and sportsmanship. Figure 1 represents the behavioral dimensions of
organizational citizenship behavior.

FIGURE 1: DIMENSIONS OF ORGANIZATIONAL CITIZENSHIP BEHAVIOR

Sportsmanship Conscientiousness

Civic Virtue Courtesy

Altruism: Altrusism is a feature of employees’ concerns to support coworkers and provide necessary and supportive help
in their work-related responsibilities and difficulties. In situations such as providing the required mental support to new
colleagues due to their distressed workloads, they are encouraged fo enhance their identity and exhibit a cooperative
attitude in the team that nurtures team coordination [1].
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Conscientiousness: Conscientious behavioris the act of employees disciplining themselves without the lead of authorities
or rules and is conserved to maintain flexible engagement to compensate for the organization’s necessities. With respect
to this reason, they are willing fo work for additional hours apart from their usual timings, and this considerate behavioris
integrated with dedicated and deftermined support to the organization [1].

Courtesy: The term "courtesy'refers to the alertness and attentiveness of an individual to sustain their disciplined behavior
and manifesting only professional decisions and interactions. Courteous related behaviors at work, including alerting
others before commencing an activity, alerting others in organizations about risky behavior, and taking precautionary
measures to mitigate the negative impacts of issues, are all examples of courtesy-based knowledge [2].

Civic Virtue: This virtue is responsible for considering the organization's policies and committing fo the company’s
regulations and functionalities. Moreover, it concerns an organization’s reputation, which is composed of sincerity and
respecttoward the organization. This virtue involves actions such as regular participationin organizational meetings and
conferences, awareness of organizational changes and updates about organizational developments. Moreover, they
possess inferpersonal connections with their colleagues [1].

Sportsmanship: The act of sportsmanshipisillustrated by employees who deal with unfavorable situations and decisions

by organizationemployees, but they tend to avoid conflicts and, further, extract themselves from coworkers’ annoyance
from unpredicted embarrassment [2].

Organizational citizenship behavior (OCB) refers to voluntary employee actions that are not part of their formal job
requirements but contribute positively to the organization’s functioning. It encompasses various dimensions, including
alfruism, where employees assist colleagues; courtesy, which involves preventing work-related issues; sportsmanship,
characterized by maintaining a positive attitude despite challenges; civic virtue, reflecting active participation in
organizational governance; and conscientiousness, indicatinga commitmentto exceeding performance expectations.
In the healthcare sector, OCB is particularly vital, as it enhances tfeamwork and improves patient care outcomes, fostering
a collaborative environment essential for effective healthcare delivery. Overall, OCB is linked to increased organizational
effectiveness and employee engagement, making it a critical area of focus for healthcare management [3].

A career in the healthcare industry necessitates close relationships and positive company with patients and necessitates
taking part with several members of the medical staff as well as tfeam coordination. In this way, the organizational
citizenship behavior of health care professionals drives the workplace with areliable environment, job fulfillment and highly
productive well-being and perceives a benevolent connection with colleagues by increasing the practice of
cooperativelysharing information and helping each other. Organizational citizenship behavior-dependent factors foster
collaborative communication among managers, employees, and health professionals and enhance the positive
operationof the industry [4]. Employees who do not exhibit organizational citizenship behavior, such as assisting, informing,
accommodating, or appreciating the organization, engage in conflict, provide subpar services, and fail to share among
team members. This could make healthcare workers less committed to the organization and make them less satisfied with
theirjobs. If employees are not engaged with organizational citizenship behavior, the existing theory [4] strongly interprets
this behavior as leading to job engagement and commitmenttoward the organization, resultingin a high degree of job
termination in the organization.

EMPLOYEE ENGAGEMENT

The prevailing study by Nienaber & Martins (2020) (5] has mentioned employee engagement as an “employee’s
volunteered interest and loyalty in providing a dedicational work performance to organization by means of physically,
cognitively and emotionally at the work”. Accordingly, an organization’s exclusiveness in tferms of job reliance, leadership
patterns, structure and innovation in the job are the keys to accommodating employees’ devotional willingness at work.
Three additional psychology-related conditions were created as a result: (1) meaningfulness, which meansrecognitionin
the job role, autonomy at work and thought-provoking work design; (2) safety, whichis an aspect of social structure that
promotes employee trust; and (3) availability, whichis the perception of ease of access either physically or psychologically
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and ensures the availability of resources. Employees’ engagement in an optimistic commitment to the organization is
assured by employees’ favorable effects on the organization’s provisions.

Employee engagement refers fo the emotional commitment and active involvement of employees in their work and
organization. Itencompasses the enthusiasm and dedication that employees exhibit toward theirroles, which significantly
influences their performance and overall job satisfaction. High levels of employee engagement are associated with
increased productivity, lower turnover intentions, and enhanced organizational citizenship behaviors. The study
emphasized that fostering a supportive work environment characterized by organizational justice can further enhance
employee engagement, leading to positive outcomes for both employees and the organization. Ultimately, engaged
employees are more likely fo contribute positively to their workplace, improving overall organizational effectiveness [6].
The prior study Nienaber & Martins [5] has noted the dimensions of employee engagement (EE) and listed three main
factors perceived as having a major role in employee engagement, namely, physical, cognitive, and emotional factors.
Figure 2 represents the dimensions of employee engagement.

FIGURE 2: EMPLOYEE ENGAGEMENT DIMENSIONS

Physical

Employee
Engagement

Cognitive
Emotional

Physical Engagement: This can be explained as the link between increased feelings of confidence and the ability to
expend both mental and physical energy at work. When completing their jobs, people exert a certainamount of physical
and mental effort. Research has provided examples of employees who, at the time, had a high degree of personal
commitment and characterized their job as "floating around."

Cognitive Engagement: To be engaged atf the cognitive level, employees must be conscious of the aims and
objectives of theiremployer as well as the level of performance necessary to confribute most effectively to them.Research
has also focused on the importance that people place on their job, with the hypothesis that greater knowledge fosters
better creativity and confident judgment.

Emotional Engagement: Employees' emotional connections with their enterprises set the stage for their emotional
participation. A firm must determine how to make individuals sense of belonging at work to build good relationships. This
will mofivate them to support the company's vision and core values. Positive interpersonal interactions, tfeamwork, and
the culture of an organizationare a few examples of strategies cited as enhancing people's feelings of security and
dependability.

Employee engagementisinterpreted as a state or conditioninwhich employees are acquired to expose their enthusiasm,
passion, energy and dedication at work in addition to employees’ reliable commitment to the organization [7]. Other
theories recognize employee engagement as an individual choice or preference in illuminating the loyalty and
dedication associated with the elements of the job role, organization, managers, and coworkers. As indicated in the
existing study by Schieman et al. (2020) [8] has stated that employee engagement is caused by reflections of favored
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feelings about the company and predictions of adapting to nature ininconveniences;individualsin EE have proceeded
to reform the consequences of solving them rather than withdrawing them. Employees’ involvement, commitment,
and work performance are closelyrelated to the success of an organization's objectives.To drive employee engagement
in organizations, organizations’ adoption to provide their best effortsis essential to enhance the efficient operationof the
business. Necessary actions can be promotedto offer a healthy psychological climate, decent conditions, the resources
needed to do the job, and organizational support. Employee engagementis linked withemployees' personal involvement
and job fulfillment and employees’ positive views of the organization and work. Employees will work better when they
recognize positive and safe working places, such as being addressed with respect, having opportfunities to advance their
careers, earning enough compensationand acknowledgment for excellentwork, and engaging in optimistic leadership
practices.In health care organizations, everyleader’s ultimate goalis to be concerned with healthcare professionals and
their improvements in caring for patients. Like employees in other industries, health workers also have similar rights to
deserve a secured workplace and positive physical and mental support at work. A hospital can potentially have a
hazardous work environment, similar to any other place of employment. Research from the Harvard School of Public
Health revealed a significant correlation between employee safety and engagement [?]. The standard of patient care
and safety can significantly improve when healthcare personnel are highly engaged. However, a significant shift is
requiredforitto occur.Proceedingto the impartment of equal attention in emphasizing the health and safety of patients,
concenfrating on the wellbeing of healthcare employees is also a dynamic factor in acquiring employee engagement
in the health care sector.

ORGANIZATIONAL JUSTICE

Several health care institutions are currently facing difficulty in retaining their employees and upholding organizational
justice among healthcare workers. Organizational Justice has been regarded as a predictor of employees'behaviors at
any workplace. Employees’ loyalty and commitment to the organization can be influenced by the organization's
contribution fo organizational justice. Organizational justice is the belief that is perceived from the organization’s attention
to the business and employees. It is correlated with fairness conduct with employees by organizations [10].

In a literature review, Alheety [11] has emphasized the importance of organizational justice as a predictor of both
organizational citizenship behavior (OCB) and employee engagement. The research aims to analyze how organizational
justice dimensions (distributive, procedural, and interactional justice) influence employee behaviorsin organizations. The
process includes a thorough examination of the literature to combine current research and frameworks concerning
organizational justice and its consequences. The results suggest that OCB and employee engagement are strongly
impacted by perceptions of fairness, implying that employees who believe that they are being freated fairly are more
inclinedto exceed expectationsin their work. Nevertheless, the study highlights a lack of empiricalresearchfocusedon
these connections in various organizational environments, particularly in non-Western regions. This highlights the
importance of additional research on how different cultural environments can impact perspectives on fairness and

resulting actions by employees.

Rahman and Karim's research investigated the significant impact of organizational justice on organizational citizenship
behavior (OCB) by consideringwork engagement as a mediating factor in their literafure review [12]. The main goals of
the study involve examining the effects of the distributive, procedural, and interactional dimensions of organizational
justice on work engagement and OCB. The process includes a quantitative method that uses surveys to gatherinformation
from employeesindifferentindustries, whichis then examined with statistical techniques to discover connections between
the factors. The results show astrong link between views on fairness at work and both work commitment and OCB, implying
that employees are more inclined to contribute positively to their organization when they believe that they are being
treated fairly. However, the study highlights a deficiency in the current literature regarding the intermediary function of
job engagement in this association, specificallyin varied organizational environments. This emphasizes the importance of
conducting additional empirical research to investigate these dynamics and confirm the suggested connections in
various sectors and cultural environments.
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In general, people having organizational justice will react to unjust circumstances and proceed with their actions with
justice to solve these circumstances. The four aspects of organizational justice are procedural, interpersonal, distributive,
and informational. The following is a short affirmation of interpersonal and informational justice.

Earlier theories have not focused on informational and interpersonal perceptions of organizational justice but have been
conversed with interactional justice [13]. Notably, former researchers have integrated informational and interpersonal
justice into the dimensions of organizational justice. Later, contemporary researchers included informational and
interpersonal justice in the dimensions of organizational justice [14]. Organizational justice is the organization’s ability to
promote individuals' justice and equity among all employees. At the core, it is influenced by the involvement of wise
decisionsin company regulations and the ability to conduct fairness while treating employees. Distributive, interactiond,
procedural and informational justice covered the dimensions of organizational justice. Figure 3 represents the dimensions
of organizational justice.

Organizational justice encompasses three main aspects. Distributive justice refers to the perceived fairness of the
outcomesreceived by employees, such as pay, promotions, and benefits, in relationto their contributions and inputs. The
procedural justice aspect focuses on the fairness of the processes and procedures used to make decisions. It emphasizes
consistency, transparency, and impartiality in how decisions are made. Inferactional justice involves the quality of the
interpersonal freatment that employees receive during decision-making processes. It highlights the importance of respect,
dignity, and effective communication in interactions between management and employees [15].

Together, these dimensions influence employee attitudes and behaviors within organizations.

FIGURE 3. ASPECTS OF ORGANIZATIONAL JUSTICE

> Distributive Justice

> Procedural Justice

> Interpersonal Justice

> Informational Justice

Distributive Justice: Distributive Justice is sentenced by individuals’ inclination from organization outcomes such as pay,
rewards, benefits, promotions, position allocations, and job estimations, which are established with fairness and equity
[16]. Individuals'judgments of havingreceived asufficient number of worthwhile and equitable results are the components
of distributive justice. Distributive justice refers to an organization's apparent justness in allocatingresources [17]. Distribufive
justice has been identified on the basis of equity; justness to employees is conducted on the basis of individuals’ efforts
and accomplishments at work, but it is not linked on an equal basis, i.e., similar considerations to all workers, who fail to
consider their determinations in work. Other methods of distributive justice existin Rawls' theory of justice, and the conce pts
of utilitarianism, egalitarianism, and libertarianism are the most notable ideas among other perceptions. The philosophy
of being utilitarian facilitates rightful actions tending to promote happiness to the individual [18]. The egalitarianism
principle focuses on treating people equally and ensuring their accessibility to the required resources and opportunities
with an uphold of equality. The principle of liberalismreflects the virtue of regulating freedom to anindividual [19].Similarly,
the view of distributive justice depends on individual decisions that lead to acts of equality, equity, freedom, and
judiciousness among employees.
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Procedural Justice: Proceduraljustice conducted by Koodamara has referred to employees’ perceptions of the ability
of organizational procedures to achieve organizational outcomes [20]. These processes are the evaluation factors for
operating distributive justice and validate that the outcomes are fair and consistent. In most cases, procedural justice
corresponds to a decision-making process that is utilized by individuals and is more directly tied to the individuals
evaluation or the structural aspects of an organization. Individuals become less loyal to the organization, are less satisfied
with the products and services it provides and are more likely fo leave if the decision-making process is not open and
fransparent. When individuals who hold the same position are offered different compensation and salaries, individuadls
inside organizations may perceive a lack of distributive justice, which may lead to a decline in both their performance
and their satisfaction with their jobs.

Interpersonal Justice: Interpersonal justice is the perception of employees related to behavioral outcomes [21]. This
concept stems from the fact that it incorporates emotionsinto the dynamics of interaction, which isinterpersonal justice
and is a crucial sign of social interaction, which occurs between employees and managers. Since interpersonal justice is
social in essence and personally connected, it is the central predictor of positively exchanged behaviors among
employees. Interpersonal justice refers to organizations’ attentive awareness of employees’ emotions and personalities.
This is also relevant to how coworkers and supervisors treat each other as well as how managers freat members of their
tfeams. Setting up rules of conduct is essential to ensure that employees are handled with utmostrespectand that the fim
is recognized as a just and secure workplace.

Informational Justice: Informational justice is displayed from the organization's ability to provide reliable and viable
information to employees. In further collectivism-based Eastern countries theories, interactional justice contributed
significantly more to employees than did other aspects of Organizational Justice. The shared information proposed by
higher officials is related to mindfulness and is approachable with respect to employee concerns. Informational justice
examines whether a procedure or rationale is accurately conveyed when providing information and may thus have a
significant influence on how decisions are made and, moreover, build trust and enhance reliable connections with
subordinates. Emphasizing messages on the basis of speed, precision, and sincerity are also important factors in ensuring
informational justice. Informational justice determines the satisfactory and reachable provision of information from an
organization fo employees [22].

CONCEPTUAL FRAMEWORK

The preceding study conducted by Kheiri et al. [23], a conceptual framework for understanding organizational justice has
predictedthat organizational citizenship behavior (OCB) and employee engagement in the healthcare sectoris built on
three primary dimensions: distributive justice, procedural justice, and interactional justice. Distributive justice pertains to
the perceivedfairness of outcomes, such as pay and promotions, ensuring that employees feel adequately rewarded for
their contributions. Procedural justice focuses on the fairness of the processes through which decisions are made,
emphasizing consistency, fransparency, and ethicality in decision-making. Interactional justice involves the quality of
inferpersonal freatment employees receive from management, highlighting respect, dignity, and effective
communication. Together, these dimensions create an environment where employees who perceive fairness are more
likely fo engage positively with their organization, exhibit higher levels of OCB, and demonstrate greater employee
engagement, ultimately enhancing overall organizational effectiveness in the healthcare sector.

Organizational justice, a predictor of organizational citizenship behavior

The conventional research conducted by Alheety [11] have found a positive relationship between individuals’
percepfions of organizational justice and organizational citizenship behavior, and several studies have shown that
organizational justice significantly affects employees’ organizational citizenship behavior. It has also been theoretically
proven in theories such as social change theory, fairness theory, and equity theory. It also observed that employees are
more likely to voluntarily engage in organizational citizenship behavior when they feel they are being treated fairly by their
colleagues and leaders within the organization. Employee job satisfaction and determined support to the organization
are characterized by the willingness to perform for added services. Therefore, they are more likely to support and help
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their coworkers in the growth of the organization; simultaneously, individuals’ organizational citizenship behavior can
effectively affect team performance. Studies have shown that the development of organizational citizenship behavior
among employees is driven by the execution of the organizational justice of the organization.

However, with an individual’s subjective perception of unjust treatment, they may decide to counteract the unfair by
limiting the input. They do not frequently choose inputs that are directly related to work productivity because doing so
may reduce their future compensation. A previous study by Alheety [11] has revealed that, with the exception of
procedural justice, other dimensions of organizational justice impact organizational citizenship behavior among nurses. In
contrast, Jameel has revealed that three other components of organizational justice undertaken in the workplace
effectively acquired organizational citizenship behaviors among Iranian nurses [24]. In accordance with the findings of
healthcare organizations in Pakistan, practices of organizational justice in organizations strongly impact organizational
citizenship behaviors among nurses. Another study conducted by [25] Chegini has reported that several health care
institutions perceived the effect of organizational justice on employees’ organizational citizenship behavior.

Organizational justice, a predictor of employee engagement

Severalresearchers reported that distributive, procedural Justice had a favorable association with EE. A prevailing study
Mengstie [21] has revealed that distributive justice and procedural justice strongly impact turnover intentions among
workersin the health care industry. Many healthcare professionalsleave the organization because of the organization’s
lack of organizational justice among employees. Another study by Lambert et al. (2020) [16] has assessed employee
engagement in relation to organizational justice and revealed that organizational justice had a positive effect on
employee engagement. Moreover, the results of the analyzed studies revealed that organizations resulted in high
productivity and a high rate of customer satisfaction from the implementation of proper organizational justice practices.
Further theories have shown that organizational justice is a provoking action to conceive of employee engagement
among employees and ensure that organizational objectives are accomplished effectively through employees’ high-
quality performance and engagement with customers. As mentfioned in the existing study O’Connor & Crowley-Henry
(2019) [26], conducted in countries such as India, Pakistan, and Egypt have reported similar findings on the positive
relationship between organizational justice and employee engagement. Moreover, the findings of the study revealed
strong associations among distributive justice, work engagement and organizational involvement. The prevailing studies
by Chegini [25] have examined the associafion between nurses’ organizational commitment and their effectiveness in
terms of work performance, including job satisfaction, and the analysisrevealed a positive impact onnurses’ organization
commitmentin the case of job-safisfied nurses. Interpersonal justice is positively related to employees’ organizational
commitment, yet the study indicated that organizational justice and organizational commitment are not connected
directly; however, the study revealed that job satisfaction plays a mediating role in the positive correlation between
organizational justice and employee engagement. Furthermore, among the aspects of organizational justice, procedural
justice has a major impact on the job satisfaction of employees. Moreover, perceptions of fairness and relicble
organizational regulations improve the range of job satisfaction among nurses. Distributive justice is positively correlated
with both the work engagement and organizational citizenship behavior of employeesin health care sectors.In another
study on the subject, organizational justice was demonstrated to have a favorable relationship with employee
engagement. Therefore, organizational justice improves nurses’ self-efficacy and increases the probability of positive
effects on nurses’ job satisfaction; moreover, organizational justice processes can influence employee engagement
among nurses. Similarly, it stated that organizational justice has a positive connectionwith the engagement of employees
in her research on the healthcare industry.

Employees are more inclined to be willing to engage in the job that they do for an organization if they believe that the
processes that are used to assess performance are fair. This means that employees believe that the ways in which
decisions are made within an organization appear to be in alignmentwith the procedures followed by the organization.
When employees are said to have experiencedinteractionaljustice, they perceive that the way in which their superiors
and coworkers engage with them is fair and just. Individuals are more likely to want to follow the directions of a supervisor
who treats you with the required respect and dignity, and individuals are also more inclined to work collectively with
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their colleagues to achieve the goals of the organization, thereby becoming increasingly involved in the work that
they are assigned to when they have coworkers and supervisors who freat you with such dignity and respect.

Organizational citizenship behavior and employee engagement

A prevailing study Uddin et al. (2019) [27] has revealed that organizational citizenship behavior plays a significantrolein
individual work performance and team performance. Both organizational citizenship behavior and employee
engagement are likelyto indicate similar aspects of volunteer behavior. Several studies have considered organizationa
citizenship behavior as a part of employee engagement, where organizational citizenship behavior, specified as service-
role volunteer behavior, and employee engagement are considered combinedroles of service-role andin-role volunteer
behavior. The findings revealed higher levels of organizational citizenship behavior participation among employees at
fravel companies. Several studies have shown that organizational citizenship behavior is a predictor that influe nces
employee engagement and tfeam performance in organizations. The preceding study Grego Planer (2019) [28] have
shown that organizational commitment influences organizational citizenship behavior, suggesting that organizations
should develop organizational justice actions foremployee commitment to enhance organizational citizenship behavior
among employees. Furthermore, the study also confirmed that employee engagement can be influenced by
organizational commitment; ultimately, employees’ OCB increases among employees. Hence, individual employee
engagement impacts team performance through volunteer cooperative behavior toward the team. A previous study
Shen et al. (2023) [29] has assessed the organizational citizenship behavior of nurses in terms of associations among work
engagement, interpersonal engagement, and benevolence in leadership. The findings revealed that a benevolent
leadership style among head nurses affects work and team engagement. The study suggested that head nurses improve
benevolentleadership quality to enhance organizational citizenship behavior among nurses. Another study reported that
emotional assistance from head nurses assessed nurses through work engagement. In addition, the findings point to the
existence of a positive and substantial association between engagement in one's job and helping with behaviora
changes among nurses. The results of these studies show that a considerable positive connection between organizational
citizenship behavior and employee engagement enhances organizational effectiveness.

FIGURE 4. CONCEPTUAL FRAMEWORK [23]

Distributive
Procedural | Altruism
Interpersonal Organizational ‘ Conscientiousness
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/ Behaviour ‘ Civic Virtue
Sportsmanship
Organizational
Justice
Physical
Eployee ‘ Emotional
Cognitive
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The conceptual framework presented in this study (Figure 4) demonstrates that aspects of organizational justice, which
include distributive, informational, procedural, and interpersonal justice, act as predictors of the intellectual and sociadl
affective dimensions of employee engagement, as well as the altruism, civic virtue, courtesy, sportsmanship, and
conscientiousness dimensions of organizational citizenship behavior. According to previous findings, the function of
organizational justice as a predictor variable leads to improvements in organizational effectiveness, productivity, work
satisfaction, and long-term commitment on the part of employees.
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RESEARCH GAP

.
The research gap identified in Alheety (2020) [11] highlights the need for further explorationinto the specific dimensions
of organizational justice and their distinct impacts on organizational citizenship behavior. Additionally, comprehensive
studies examining how contextual factors influence these relationships, particularlyin diverse organizational settings, are
lacking. The research gap identifiedin Ali (2021) [19] highlights the need for further investigationinto the specific factors
influencing knowledge sharing among undergraduate students, particularlyindiverse educational contexts. Additionally,
comprehensive studies examining the interplay between personal, social, and instfitutional factors that affect students’
willingness to share knowledge are lacking.

The research gap identified by Chegini 2019 [25] emphasizes the need for further exploration of the interplay between
organizational commitment, job satisfaction, organizational justice, and self-efficacy, specifically among nursesindiverse
healthcare settings. Additionally, studies examining how these factorsinfluence each other over time and their combined
effects on nursing performance and retention highlights the need for further exploration of the mediating role of
organizational justice in the relationship between responsible leadership and employee turnover intention, specifically
within the healthcare sector. Additionally, studies examining how different dimensions of organizational justice may
impact this relationship across various healthcare settings are lacking.

The research gap Lambert [16] highlights the need for further investigationinto the specific effects of distributive and
procedural justice on job satfisfaction and organizational commitment among correctional staff across different
correctional environments. Additionally, studies examining how these forms of organizational justice interact with other
variables, such as work-related stress and staff turnoverintentions, are lacking. The research gap Rahman [12] emphasizes
the need for further investigation info the specific mechanisms through which organizational citizenship behavior (OCB)
contributes to company growth and development. Additionally, studies examining the contextual factors that may
influence the relationship between OCB and organizational outcomes across different industries are lacking.

DISCUSSION

.
The research and review on organizational justice as a predictor of organizational citizenship behavior and employee
engagement in the health sector emphasizes the critical role that perceptions of fairness play in influencing employee
behaviorand engagement levels. Organisational justice refers to perceived fairness in workplace processes, inferactions,
and outcomes. It is categorized into three dimensions: distributive justice and procedural justice. Interactional justice.
Researchindicates that higherlevels of perceived organizational justice correlate positively withemployee engagement.
Engaged employees are more likely to exhibit OCB, which includes going beyond their formal job roles to contribute
positively to the organization. This relationship is partficularly significant in healthcare settings where employee mordle
directly impacts patient care quality [30].

OCB is essential in health care, as it encompasses voluntary behaviors that enhance organizational effectiveness.
Employees who perceive high organizational justice are more inclined to engage in OCBs, such as helping colleagues,
being involvedin exirarole activities, and advocating for the organization. This behavior not only improves team dynamics
but also fosters a supportive work environment, which is crucial for managing the high-stress conditions often found in
healthcare. Transparent communication ensures that employees are informed that the decision-making process can
enhance their perception of procedural justice. Recognition programs that acknowledge employees’ contributions can
improve feelings of distributive justice. Equipping leaders with skills to foster inclusive environments can enhance
interactional justice [31].

Despite the positive correlations, challenges remain. Higher turnover rates in healthcare, exacerbated by burnout and
stress, can undermine efforts to cultivate engagement and OCB. Organizations must address systematic issues such as
workload management and provide adequate support systems toretain engaged employees. This discussion underscores
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the necessity for healthcare leaders to recognize the infricate link between justice perceptions, employee engagement,
and organizational citizenship behaviors to drive performance and improve patient outcomes effectively [32].

PRACTICAL IMPLICATIONS

.
The practical implications of organizational justice as an indicator of organizational citizenship behavior and employee
engagement in the healthcare sector emphasize various consequences for healthcare organizations. By highlighting the
significance of perceived organizational justice, healthcare leaders can cultivate a fairer and more transparent
workplace, which is essential for increasing employee trust and morale. Adopting equitable policies and practices can
enhance organizational citizenship behavior, prompting employees to exceed their job expectations, which in turn
enhances patient care and overall organizational performance. Moreover, fostering a culture of equity can increcse
employee involvement, resulting in reduced turnover rates and increased job satisfaction for healthcare workers.
Emphasizing organizational justice not only aids employees but also enhances patient outcomes and improves overall
effectiveness within the healthcare industry.

Furthermore, focusing on the aspects of organizational justice, distributive, procedural, and interactional can assist
healthcare leaders in customizing their approaches to address the unique needs of their staff, leading fo a more
dedicated and driven team.

CONCLUSION

.
This study emphasizes the critical role that perceptions of organizational justice playininfluencing employee behavior and
engagement in healthcare settings. Research highlights that when healthcare professionals perceive fairness in
organizastional processes, such as resource distribution andinterpersonal freatment, they are more likely to exhibit posifive
behaviors, including organizational citizenship behavior (OCB) and higher levels of engagement. This relationship
underscores the importance of implementing policies that foster a fair work environment to increase employee
satisfactionand commitment. The study calls for healthcare organizations to prioritize organizational justice intheirhuman
resource management strategies, as doing so can lead to improved employee morale, reduced turnoverintentions, and
ultimately better patient care outcomes. The originality of this research lies in its focus on the unique dynamics within the
healthcare sector, providing valuable insights for both academic and practical applicationsin enhancing organizational
effectiveness.
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