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ABSTRACT

Employees in complex and chaotic hospitals have become important for the
perception of organizational justice to see themselves as a citizen of the
institution. This study aims to investigate the effect of sub-dimensions of
organizational justice perceptions on the sub-dimensions of organizational
citizenship perceptions in the hospital sector. It will then try to explain how
managers' decisions and practices are reflected to hospital staff.

Study analyzes were conducted at the individual level. The study was
conducted with 346 health workers who volunteered to fill the Likert type
questionnaire in three hospitals. Moorman's organizational justice scale was
used to measure Organizational Justice Perception, and the scale developed
by Podsakoff, MacKenzie, Moorman and Fetter was used to measure
Organizational Citizenship Behavior. The aim of this study is to reveal the
relationship between the perceptions of organizational justice (OJP) and
organizational citizenship behaviors (OCB) of the health care workers with
the model created in the framework of the aims and assumptions of the
research. Pearson correlation and multiple linear regression analysis were
used to test the developed model.

In research findings, it was seen that the perception of organizational justice
of health workers affected organizational citizenship behavior. From the sub-
dimensions of organizational justice perception, it has been understood that
procedural justice is the strongest influential factor in organizational
citizenship perception. It has been determined that the justice of interaction in
health care workers affects consciousness and courtesy behaviors positively
and distribution justice has a negative relation.

It is thought that health managers are required to support the sense of
organizational justice in health workers positively, for to strengthen
institutional peace and order.
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1. Introduction

Businesses generally function as labor-intensive or technology-intensive systems. Hospitals
providing healthcare services not only use state-of-the-art technology intensively but also employ a great
number of staff with different educational backgrounds ranging from low levels to high levels of
education. That is, hospitals are both technology-intensive and labor-intensive units of production.
Services are very complicated in such businesses because each patient requires a different service
process. Aside from regular working hours, continued service is also offered in hospitals through twenty
four-hour shifts or rotating shifts. Some employees contribute to the servicing process through physical
strength, while some contribute to the production process by their advanced knowledge and techniques.
Some employees earn as low as the minimum wage, while some are known to earn 10-20 times the
minimum wage.

In such a complicated and chaotic structure, perceived organizational justice of employees
become significant for due performance of their duties. The degree to which employees perceive
themselves as citizens of an organization and the fairness of organizational practices towards employees
are two important issues. The present study aims to examine how the sub-dimensions of organizational
justice perceptions of employees affect the sub-dimensions of their organizational citizenship
perceptions in healthcare sector. It will thus be attempted to explain how the decisions and practices of
hospital management are reflected on hospital staff.

Conceptual Framework:

Perceived organizational justice (POJ) is defined in many different ways; however Beugre
collects these definitions on a common ground and defines organizational justice as “the equity
perceived by an individual in economic and social exchanges with his/her superiors, colleagues, and
organization as a social system [1]*“. Some theories are proposed to describe how justice perception
occurs in individuals within the organizations, including Equity Theory [2], Relative Deprivation
Theory, [3,4], Justice Judgment Model [5], Comparative Cognition Theory [6] and Control Theory [7].

Dimensions of Perceived Organizational Justice are addressed in three sub-dimensions which are
distributive, procedural and interactional justice. However, Kilig et al. [8] also add collective justice to
these three dimensions. These dimensions can briefly be described as: Distributive Justice: The justice
perceived by comparing individual’s investments (effort, labor etc.) in the organization and gains/results
earned in exchange [2]. Procedural Justice: The perception of an individual in relation to the fairness of
procedures/processes regulating the allocation of organizational rewards and resources [5]. Interactional
Justice: The quality of relationships between an individual and his/her superiors (courtesy, respect,
explanation etc.) [9]. Collective Justice: Collective organizational justice perception, differently from
individual justice perception, encompasses the justice practices of other employees as well and can be
defined as the reflection of individual justice perception on group level [8].

Organizational Citizenship Behavior (OCB) is defined as an individual’s voluntary behavior that
is not directly or explicitly described in an organization’s official reward system and helps the
organization to operate effectively [10]. According to another definition, OCB includes behaviors such
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as avoiding the use of commanding remarks, providing organizational benefits, informal, minimizing
undesirable behaviors such as complaining, finishing the work within the given time, innovating and
voluntarily helping others [11].

Dimensions of Organizational Citizenship:

It is categorized into five sub-dimensions [12]:

Altruism (Practice of concern for the welfare of others): Helping colleagues, customers and
superiors voluntarily [10].

Sportsmanship: Taking a positive attitude against obstacles and difficulties; willingness and
cooperation [13].

Civic Virtue: Macro-level devotion to the organization and voluntary involvement in the life of
the organization as evidenced by attending meetings, sharing opinions and ideas regarding
organizational policies and vision [13].

Conscientiousness: Effective use of time and resources to increase productivity; making an effort
above and beyond formal requirements [10].

Courtesy: Behaviors to prevent intra-organizational conflicts; interpersonal constructive
communication [10].

Studies in the related literature determined that there is a relationship between perceived
organizational justice and organizational citizenship and that organizational justice is the independent
(precursor) variable and organizational citizenship is the dependent (control) variable [14-15].

2. Method:

Studies are analyzed on the individual level. The target population consists of healthcare staff
working in state-run hospitals in the cities of Giimiishane and Trabzon. The state hospital in Giimiishane
and three state hospitals in Trabzon were called, face-to-face interviews were performed with the staff
working in these hospitals, and 346 employees who agreed to fill in the survey were included in the
sampling.

Five-point Likert scales were used to collect study data containing agreement/disagreement levels
from 1 (Strongly Disagree) to 5 (Strongly Agree). Increasing points promote perceived organizational
justice and organizational citizenship behaviour positively. Moormon’s organizational justice scale was
used to measure Perceived Organizational Justice which is the independent variable of the study[19].
Organizational justice scale consists of 7 items for procedural justice, 6 items for interactional justice
and 5 items for distributive justice. To measure Organizational Citizenship Behavior, the dependent
variable of the study, the scale developed by Podsakoff, MacKenzie, Moorman and Fetter [13,26] was
used. Sub-dimensions of the Organizational Citizenship Behavior scale consist of 5 items for
conscientiousness, 5 items for sportsmanship, 4 items for civic virtue, 5 items for courtesy and 5 items
for altruism. The mentioned scale is widely used in the literature [27].

The model created within the framework of the objective and assumptions of the study [28-31]
aims to present the relationship between perceived organizational justice (POJ) and organizational
citizenship behaviors (OCB) of healthcare staff. Pearson correlation and multiple linear regression
analysis have been used for testing the model developed.
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3. Research Model:

Organizational

Justice
Procedural
Interactional
Distributive

4. Findings

Organizational
Civic Virtue
Courtesy
Sportsmanship
Conscientiousness

Vv
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64.7% of the hospital staff work in Trabzon and 35.3% of them work in Giimiishane. 67.9% of
them are females, 45% nurses, 14.1% technicians, 9.6% doctors and 27.7% other hospital staff. Average
age is 35.54 (7.98), average working period in the profession is 5.73 (4.93) years and average working
period in the hospital is 3.06 (3.56) years.

Agreement/Disagreement levels of the hospital staff in the scale items regarding the dimensions

of perceived organizational justice and organizational citizenship behaviors are given in Table 1.

Table 1: Descriptive Data

Standard
Dimensions Mean Deviation
Organizational
Citizenship
Civic Virtue 3.9137 .69267
Courtesy 4.1860 56719
Sportsmanship 3.1621 .80249
Conscientiousness 4.2355 58265
Altruism 4.1079 .60072
Organizational Justice
Procedural 3.2959 .83572
Interactional 3.4396 91874
Distributive 2.8511 1.10326

It is observed that the healthcare staff participating in the study had an average above 4 in
conscientiousness, courtesy and altruism dimensions and an average above 3 in sportsmanship and civic
virtue dimensions of organizational citizenship perception. As for perceived organizational justice, it is
understood that interactional and procedural justice values were above 3 and distributive justice had the

lowest value with 2.85.
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Table 2. Relationships between parameters

Vv
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1 2 3 4 5 6 7 8
1-Civic Virtue [.71]
2-Courtesy 565**  [.73]
3-Sportsmanship 226**  119*  [.67]
4-Conscientiousness ~ .519**  .699** -034 [.72]
5-Altruism 599**  667** .093 588** [.70]
6-Procedural 299*%*  266** 206** 253** 246** [.94]
7-Interactional 227** 227> 164** .230** 097 703**  [.93]
8-Distributive .034 .026 247 011 -021  .603**  .590** [.95]

** P< 01; * P<.05
Pearson correlation coefficients between the variables are summarized in Table 2. Analysis of
the calculated correlation coefficients demonstrates that the relationships between independent
variables are not above the limits (.80) that would cause a multiple linear regression problem.
Cronbach Alpha coefficients which are calculated to test the reliability of the scales used are given on
the diagonal parentheses in Table 2. Coefficients show that the reliability is above the acceptable limit
(.70) for all scale dimensions.

Table 3: Multiple Linear Regression Analysis Results

Conscientiousness Altruism  Sportsmanship Courtesy \(/:ilr\;lljce
Procedural 282" 443™ .105 .304™ 372"
Interactional 192 -.068 -.027 163™ 120
Distributive =272 -247 .200™ -254™  -261"
F 14.473™ 13.690™ 8.141™ 14.290" 16.694™
R square 113 107 .067 A11 130

Results of multiple linear regression analysis conducted to test the effect of organizational justice
dimensions on organizational citizenship behaviors are given in Table 3. According to the analysis
results, procedural justice is proven to have positive effects on conscientiousness (=.282), altruism
(B=.443), courtesy (=.304) and civic virtue (}=.372) (P<.01). Interactional justice produces significant
(P<.01) and positive effects on conscientiousness (f=.192) and courtesy (f=.163). Distributive justice
has negative effects on conscientiousness (=-.272), altruism (f=-.247), courtesy (f=-.254) and civic
virtue (f=-.261) and significant (P<,01) positive effects on sportsmanship (f=.200).

Within the framework of the research model developed, a strong total effect is found between
perceived organizational justice (procedural justice, interactional justice and distributive justice) and
organizational citizenship behavior (civic virtue, courtesy, sportsmanship, conscientiousness and
altruism dimensions).

5. Discussion and Results

In the present study conducted on healthcare staff, as suggested by many researchers above
[15,16] and in accordance with the general findings, it is overall proven that there is a significant and
positive relationship between organizational justice and organizational citizenship. Differently from
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these studies, a negative relationship was detected between the POJ sub-dimension distributive justice
and OCB. In an examination of the sub-dimensions of both concepts, Mathur and Umari [14] found that
interactional justice is the most important factor affecting organizational citizenship behavior in a study
conducted on retail sector employees in India. This study shows that, for healthcare staff, procedural
justice is a stronger factor affecting OCB and interactional justice has a positive effect on
conscientiousness and courtesy.

In a study conducted in two private institutions in the US, Moorman [19] detected that procedural
justice had relationships with four dimensions of OCB and distributive justice had no relationship with
any dimensions of OCB. Just like Moorman’s study, this study also revealed that procedural justice had
relationships with four dimensions of OCB except for sportsmanship and distributive justice had
negative relationships with all dimensions of OCB.

Yildiz’s study [21] on nurses shows that perceived organizational justice has no effects on
altruism and courtesy dimensions of OCB, while the present study shows that procedural justice has
positive effects and distributive justice has negative effects on altruism and courtesy.

In conclusion, it can be suggested that perceived organizational justice affects organizational
citizenship behavior in healthcare staff. It is observed that the sub-dimension of POJ, procedural justice,
is the strongest factor affecting OCB. It can thus be said that the sense of justice generated from rules
and procedures determining the allocation of sources and facilities to employees and stakeholders and
their implementation has the most effect on the organizational citizenship behavior of healthcare staff.
It is observed that interactional justice has a positive effect on conscientiousness and courtesy in
healthcare staff. Therefore, it can be assumed that a high-quality communication between management
and employees will increase the level of conscientiousness and the courtesy in behaviors of healthcare
staff. It is essential that healthcare authorities support the perceived organizational justice of healthcare
staff in order to strengthen organizational welfare and order.

References
[1] Beugre, C.D.(1998). Managing Fairness in Organizations. Greenwood Pub. Gr, Westport,
CT, USA.

[2] Adams J S.(1963). Toward an understanding of inequity. J.Abnormal Soc.Psychol. 67:422-
36, 1963

[3]Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2006). Organizational citizenship
behavior: Its nature, antecedents, and consequences. Thousand Oaks, CA: Sage.

[4] Cetin, F. ve Basim, H.N. (2012), “Orgiitsel Psikolojik Sermaye: Bir Olgek Uyarlama
Calismas1”, Amme Idaresi Dergisi, 45(1): 121-137.

[5] Leventhal, G.S. (1976). The distribution of rewards and resources in groups and
organizations. In L. Berkowitz & E. Walster (Eds.). Advances in Experimental Soc. Psy,
Vol 9 (pp. 91-131). New York: Academic Press

[6] Folger,R.(1986). Relative deprivation and referent cognitions distributive and procedural
justice effect. Journal of Experimental Social Psychology, 22. 531-546.141

26



International J. of Health Services Research and Policy (2017) 2(1): 21-28 I!(‘

[7] Colquitt.A.J., Conlon,D.E., Wesson, M.J., Porter, O.L.H., Yee Ng,K.(2001). Justice at the
millennium. Journal of Applied Psychology, 86:425-445.

[8] Kilig,T. Bostan,S., Grabowski,W.(2015). A New Approach to the Organizational Justice
Concept: The Collective Level of Justice Perceptions. International Journal of Health
Sciences March 2015, Vol. 3, No. 1, pp. 157-175 ISSN: 2372-5060 (Print), 2372-5079
(Online)

[9] Ozmen, O. N. T., Arbak, Y., Ozer, P.S. (2007). Adalete Verilen Degerin Adalet Algilart
Uzerindeki Etkisinin Sorgulanmasina iliskin Bir Arastirma, Ege Akademik Bakis. Ege
Academic Review 7(1) 17-33

[10] Organ D. W. (1997), Organizational Citizenship Behavior: It's Construct Clean-Up Time,
Human Performance , Volume 10.

[11] Uniivar, T. G. (2006), An Integrative Model Of Job Characteristics, Job Satisfaction,
Organizational Commitment, Andorganizational Citizenship Behavior. Ortadogu Teknik
Universitesi, Sosyal Bilimler Enstitiisii, Yayimlanmamis Yiiksek Lisans Tezi. Ankara.

[12] Bolat O. 1., Bolat,T. Seymen,0.A., (2009). Gii¢lendirici Lider Davranislar1 Ve Orgiitsel
Vatandaslik Davranist Arasindaki Iliskinin Sosyal Miibadele Kuramindan Hareketle

Incelenmesi Balikesir Universitesi Sosyal Bilimler Enstitiisii Dergisi Cilt 12 Say1 21
$s.215-239

[13] Podsakoff, P. M.MacKenzie, S. B. Paine, J. B. ve Bachrach, D. G. (2000). Organizational
Citizenship Behaviors: A Critical Review of the Theoretical and Empirical Literature and
Suggestions for Future Research. Journal of Management 26(3):513-563 -

[14] Mathur,S., Umari,P.(2013). Organizational Justice and Organizational Citizenship
Behavior among Store Executives. Human Resource Management Research 2013, 3(4):
124-149 DOI: 10.5923/j.hrmr.20130304.02

[15] Nandan,T., Azim,A.M.M.(2015). Organizational Justice and Organizational Citizenship
Behavior: Mediating Role of Psychological Capital. American International Journal of
Social Science Vol. 4, No. 6

[16] Guangling, W.(2011). The Study on Relationship between Employees’ Sense of
Organizational Justice and Organizational Citizenship Behavior in Private Enterprises.
Energy Procedia 5 (2011) 20302034

[17] Bahrami, M. A., Montazeralfaraj, R., Gazar, S. H., & Tafti, A. D. (2014). Relationship
between Organizational Perceived Justice and Organizational Citizenship Behavior among
an Iranian Hospital’s Employees, Electronic Physician, 6(2), 838-844.

[18] Niehoff, Brian P.I Moorman, Robert H. (1993), "Justiee As A Mediator Of The

Relationship Between Methods Of Monitoring And Org. Al Citizenship Behav.," Acadey
Of Manag. Journal, 36/3: 527-556.

27


http://www.tandfonline.com/author/Organ%2C+Dennis+W
http://jom.sagepub.com/search?author1=Philip+M.+Podsakoff&sortspec=date&submit=Submit
http://jom.sagepub.com/search?author1=Philip+M.+Podsakoff&sortspec=date&submit=Submit
http://jom.sagepub.com/search?author1=Scott+B.+MacKenzie&sortspec=date&submit=Submit
http://jom.sagepub.com/search?author1=Julie+Beth+Paine&sortspec=date&submit=Submit
http://jom.sagepub.com/search?author1=Daniel+G.+Bachrach&sortspec=date&submit=Submit

International J. of Health Services Research and Policy (2017) 2(1): 21-28 I!(‘

[19] Moorman, R.H. (1991), “Relationship Between Organizational Justice and Organizational
Citizenship Behaviors: Do Fairness Perceptions Influence Employee Citizenship”, Journal
of Applied Psychology, Vol. 76 (6): 845 — 855.

[20] Songiir, N., Basim, H.N. & Sesen, H. (2008), “The Antecedent Role of Justice Perception
in Organizational Citizenship Behavior”, TODAIE’s Review of Public Administration,
2(4): 87-111.

[21] Yildiz,S.(2014). Orgiitsel Adaletin Orgiitsel Vatandashik Davranisina Etkisinde Is
Tatmininin Araci Rolii. Ege Akademik Bakis Cilt: 14 * Sayi: 2 * Nisan 2014 ss. 199-210.

[22] Cetinkaya, M., Cimenci,S. (2014). Orgiitsel Adalet Algisinin Orgiitsel Vatandaslhk
Davrams1 Uzerindeki Etkisi ve Orgiitsel Ozdeslesmenin Aracilik Rolii: Yapisal Esitlik
Modeli Calismasi. Yonetim Bilimleri Dergisi Cilt: 12, Sayi: 23, ss. 237-278, 2014

[23] Poyraz,K., Kara,H. Cetin,S.A. (2009). Orgiitsel Adalet Algilamalarmin Orgiitsel
Vatandaslik Davranislarina  Etkisine Yonelik Bir Arastima. Sileyman Demirel
Universitesi Sosyal Bilimler Enstitiisii Dergisi Yil: 2009/1, Sayi: 9

[24] S6kmen,A. Sahal, S., S6ylemez, M. (2015). (")rgl'itse] Adaletin Orgiitsel Vatandaslik
Davranigina Etkisi: Savunma Sektoriinde Bir Arastirma. Isletme Arastirmalart Dergisi. 7/4
(2015) 66-91

[25] Biilbiil,A. (2010). Calisanlarm Orgiitsel Adalet Algisinm, Orgiitsel Vatandashik Ve
Orgiitsel Baglihga Etkisi Uzerine Bir Calisma. Trakya Universitesi Sosyal Bilimler
Enstitiisii Isletme Anabilim Dal1 Yiiksek Lisans Tezi.

[26] Moorman, R. H., Organ, D. W., & Niehoff, B. P. (1991). Do fairness perceptions influence
employee citizenship? A report of two studies on the relationship between three dimen-
sions of organizational justice and organizational citizenship behavior. Paper presented at
the annual meeting of the Academy of Management, Miami Beach.

[27] Rioux, Sheila M.; Penner, Louis A. (2001). The causes of organizational citizenship
behavior: A motivational analysis. Journal of Applied Psychology, Vol 86(6), Dec, 1306-
1314,

[28] Baron, R. M. and Kenny, D. A. (1986), “The Moderator-Mediator Variable Distinction in
Social Psychological Research: Conceptual, Strategic, and Statistical Considerations,
Journal of Personality and Social Psychology, Vol. 51 (6): 1173 — 1182.

[29] MacKinnon, D.P., Krull, J.L. and Lockwood, C. M. (2000), “Equivalence of the Mediation,
Confounding and Suppression Effect,” Prevention Science, Vol.1 (4): 173 — 181.

[30] Luthans, F., Luthans, KW. & Luthans, B.C. (2004), "Positive Psychological Capital:
Beyond Human and Social Capital”, Business Horizons, 47(1): 45-50.

[31] Preacher, K. J. and Hayes, A. (2004), “SPSS and SAS Procedures for Estimating Indirect
effect in Simple Mediation Models”, 36 (4): 717 — 731.

28



