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Procedural and Distributive Justice as Mediators of the Relationship between Interactional Justice and Work Outcomes: An Empirical Study of the UAE Public Health Care Sector

[bookmark: _Toc399884707]Abstract
This study examines the direct and indirect impacts of different dimensions of organizational justice on organizational citizenship behavior and turnover intention in a non- Western context of the United Arab Emirates (UAE) healthcare sector. A questionnaire was administered to a random sample of 448 employees working in three public hospitals in the UAE. The study used different analytical methods such as descriptive statistics, factor analysis, correlation analysis, and regression analysis in order to analyze the data. The findings reveal that the three dimensions of organizational justice (interactional, distributive, and procedural justice) have a direct effect on employees' organizational citizenship behavior, and turnover intention. In addition, the results show that interactional justice has an indirect effect on both organizational citizenship behavior and turnover intention through distributive and procedural justice. This study is one of the first empirical studies of its kind to demonstrate the role of procedural and distributive justice as mediators between interactional justice and employee work outcomes (organizational citizenship behavior and turnover intention). The results of this study reveal that each of the dimensions of organizational justice, which affect employee attitudes and behavior in the healthcare sector, gives us a better understanding of the importance of organizational justice and its dimensions, and influence. 
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[bookmark: _Toc399884713]Chapter 1: Introduction

Organizations always depend on human capital, because it is vitally important for their success (Nadiri & Tanova, 2010). One of the major challenges facing organizations, regardless of whether they are private or public or in western or in non-western contexts, such as the Gulf Cooperation Council (GCC) countries in general and the United Arab Emirates (UAE) in particular, is retaining talented and loyal employees (Suliman & Al Obaidli, 2011).  This is because the costs of recruiting, selecting, and training new employees regularly exceed 100% of the annual salary of employees who are already in the organizations (Cascio, 2006). For instance, in the UAE, available data shows that the cost of high turnover among employees in UAE firms is about $2.7 billion (Gulfnews.com, 2008). In the healthcare sector, and in Abu Dhabi in particular, the Abu Dhabi health authority (HAAD) cited that in 2010 around 15 percent of doctors left their positions and around 13 percent of nurses intended to leave their positions (Arabian Business. com, 2011).Therefore, there is a need for organizations to invest in their employees in order to maintain and retain them (Macey, Schneider, Barbera, & Young, 2009).
Nowadays, many organizations pay more attention to employee job satisfaction and organizational commitment. This can motivate employees to increase extra-role behavior through organizational citizenship behavior, which results in fewer employees leaving their organizations and contributes to increased organizational performance (Nadiri & Tanova, 2010). For example, Owolabi (2012) argued that the feelings, thoughts, attitudes, and behaviors of employees have an impact on organizational goals, and employee perception of an organization determines whether or not they intend to continue working for the organization. Accordingly, there is a need for ongoing research directed toward identifying the causes that best promote positive employee attitude and behavior, such as organizational citizenship behavior, therefore reducing employee turnover intention.
Organizational citizenship behavior has received attention in both organizational and business research (Arthaud-Day, Rode, & Turnley, 2012). It is defined as an action that is non-obligatory and not explicitly recognized with any type of organizational reward systems and that, in general, improves the functioning of an organization (Organ, Podsakoff, & MacKenzie, 2006). It plays a significant role in improving the effectiveness and efficiency of an organization (Organ et al., 2006). It enhances co-workers and managerial productivity, strengthens the organizations' ability to attract and retain the best employees, and helps organizations adapt more effectively to organizational change (Podsakoff, MacKenzie, Paine, & Bachrach, 2000). In addition, it "reduces friction, provides flexibility, shapes psychological and organizational contexts, and serves as critical catalysts, and increases efficiency and effectiveness" (Chou at al., 2013, p 106). 
Organizational turnover has also been studied in organizational psychology and industrial literature for more than fifty years (Owolabi, 2012). It is defined as the departure of an employee from an organization (Bohlander & Snell, 2009; Owolabi, 2012). It can have negative effects on both organizational and individual levels.  It has an effect on service quality in non-profit organizations and on the bottom line in profit organizations (Waldman, Kelly, Arora, & Smith, 2010). There are two forms of turnovers: voluntary and non-voluntary turnover (Price & Mueller, 1986). Most research on turnover focus on voluntary turnover rather than non-voluntary turnover, because non-voluntary turnover may aid the organization in productivity when underperforming workers are removed (Davidson & Wang, 2011) and its influence on an organization is limited because it is under the control and management of the employers (Price, 1977).
Many studies in western countries claim that the healthcare sector is problematic, stressful, and more risky compared to other sectors (e.g., Rashid & Jusoff, 2009). Furthermore, it has been stated that healthcare employees' work affects the whole of society. In other words, if healthcare employees do their job well, it positively impacts the whole of society (Younies, Barhem, & Younis, 2008).  For example, if doctor turnover is high it may impact productivity and health outcomes, as well as increase the need to recruit and train new doctors (Misra-Hebert, Kay, & Stoller, 2004; Temkin-Greener & Winchell, 1991). Therefore, with healthcare employees being one of the most socially important employees, there is a need to focus on how healthcare organizations can retain and motivate them to increase extra-role behavior.
Many research studies have focused on investigating the antecedents of organizational citizenship behaviors (OCB) (Gilbert, Laschinger, & Leiter, 2010) and turnover intention in the health care sector (Albrecht & Andreetta, 2011; Brewer, Kovner, Greene, Tukov-Shuser, & Djukic, 2012; Harlos, 2010). However, few studies on this topic have been undertaken in a non-western context. In an attempt to fill this gap, this study investigates the factors that can affect organizational citizenship behavior and employee turnover intention in the healthcare sector in the UAE.  
To help alleviate the problem of turnover in the healthcare sector and promote organizational citizenship behavior, it is important to identify the factors that can influence them. Many researchers have indicated that there are many factors that can influence organizational citizenship behavior and turnover intention. They have suggested that organizations offering better and improved organizational justice are more likely to succeed in attracting and retaining valuable staff (Abu Elanain, 2010a; Ince & Gül, 2011; Lambert, Hogan, Jiang, Elechi, Benjamin, Morris, & Dupuy, 2010). The reason is that organizational justice is correlated with employee job satisfaction, organizational citizenship behavior (Olkkonen & Lipponen, 2006), and organizational commitment (Azeem, 2010). Furthermore, previous research has found a relationship between organizational justice and turnover intention (Hassan & Hashim, 2011), as well as between organizational justice and organizational citizenship behavior (Al-Hyasat, Al Shra'ah, & Abu Rumman, 2013; Colquitt, Conlon, Wesson, Porter, & Ng, 2001; Cohen-Charash & Spector, 2001; Greenberg, 1993; Niehoff & Moorman, 1993; Chegini, 2009; Cheung, 2013; Cloninger, Ramamoorthy, & Flood, 2011; Erkutlu, 2011). However, this relationship has rarely been studied in a non-western context (Bagtasos, 2011; Abu Elanain, 2010 a). 
Moreover, few studies have examined the mediating impact of organizational justice dimensions of procedural and distributive justice on the relationship between interactional justice, organizational citizenship behavior, and turnover intention (Hemdi & Nasurdin, 2008). This study was conducted in the UAE public health care sector to fill this gap and to contribute to the literature in this field. 
The next section describes healthcare in the UAE, and the Abu Dhabi Emirate in particular, and provides a brief overview of the research.
[bookmark: _Toc399884714]Health Care Sector in the UAE
The United Arab Emirates (UAE), founded in 1971, is one of the most rapidly developing countries among those in the Gulf region, Middle East, and North Africa (MENA) (Suliman & Al Kathairi, 2013). It is one of the richest countries in the world with a gross domestic product (GDP) per capita of $37 000 (As cited by Younies et al., 2008). It is a federation of seven emirates and Abu Dhabi emirate is the federal capital. The others include Dubai, Sharjah, Ajman, Ras Al Khaimah,Umm Al Quwain, and Fujairah, varying in wealth distribution and population. The UAE government has emphasized the important role of healthcare services for both its citizens and the residents, in general,  which accounted for nearly fifty-one percent of the country's GP in 2007 (Suliman & Al Kathairi, 2013, p. 99). The UAE is ranked 41st on the United Nations human development index and its investment in healthcare has significantly increased (Jabnoun & Chaker, 2003). Healthcare is a major concern of the UAE, where the government is considered the main provider of health care services. This has been a concern since the beginning of the foundation when the founder and late president of the UAE, His Highness Sheikh Zayed bin Sultan Al Nahyan, stated his vision of accessible and high quality healthcare for the entire community (Koornneef, Robben, Al Seiari, & Al Siksek, 2012, p. 115). 
Health care in the UAE includes public and private sectors. This study chose the healthcare sector and the public health care sector, in particular, for several reasons. First, there is a limited amount of literature that shows that motivation factors can reduce employee turnover in the public healthcare sector (Nowak, Holmes, & Murrow, 2010; Willis-Shattuck et al., 2008). Second, the UAE government has allocated billions of funds for social services, including healthcare. In fact, 47 per cent of the budget of 2012 was allotted to social services (Khan, Mehmood-Ul-Hassan, 2012). In 2004, the total invested amount in healthcare was 1724.4 Dirham ($470 million) (Younies et al., 2008). Third, the majority of health care employees in the UAE work in public sector hospitals (Younies et al., 2008). Fourth, the quality of the public health care system has outscored the private health care sector (Jabnoun & Chaker, 2003). So, it is important to focus on public healthcare in order to examine the factors that can impact employee attitudes and behavior and that may in turn affect quality of health care services. Fifth, 79 percent of the Emiratis employees work in public organizations (Kuehn & Al-Busaidi, 2002) and the public healthcare sector serve a large portion of these organizations.
The health care services are administrated by different regulatory authorities in the UAE.  They are regulated on two levels: the Federal level and the Emirate level, where public health care services are controlled and regulated by four main authorities (Mosaad & Younis, 2014). The first authority is the Ministry of Health, established in 1972, and it manages the Northern Emirates healthcare system (including public health care in the Emirates of Sharjah, Ajman, Umm Al Quwain, Ras Al Khaimah, and Fujairah). The second authority is the Health Authority of Abu Dhabi (HAAD), which controls the public health care within the Abu Dhabi Emirate. The Dubai Health Authority (DHA) regulates all facilities in Dubai, while the Emirates Health Authority (EHA) is based in the Northern Emirate of Sharjah (Mosaad & Younis, 2014).
[bookmark: _Toc399884715]Health Care Sector in Abu Dhabi

In 2001, the Abu Dhabi government established the General Authority of Health Services (GAHS) to control and manage all public health care facilities within the Abu Dhabi Emirate. In 2007, it was divided into two organizations: Health Authority-Abu Dhabi (HAAD) and Abu Dhabi Health Services Company (SEHA). HAAD is the regulatory body of health care in Abu Dhabi, whereas SEHA is the operator of public healthcare institutions in Abu Dhabi. Health Authority of Abu Dhabi (HAAD) controls the public health care within the Abu Dhabi Emirate, which covers three main regions: Abu Dhabi, Al Ain, and the western region. 
The government of Abu Dhabi established its 2030 economic vision in 2008. To achieve its vision, the government of Abu Dhabi focused on investing in critical sectors, such as the healthcare sector. It considers this sector to be one of its future economic growth engines. However, it is aware that this goal cannot be achieved without having qualified doctors, medical researchers, and talented employees. So its plan is to attract and retain employees that fit those qualifications (Abu Dhabi Council for Economic Development [ADCED], 2008). 
The Abu Dhabi Health Authority (HAAD) report presented that, in 2010, the rate of turnover among doctors was very high; around 15 percent. Moreover, it showed a high level (13 percent) of intention to leave among nurses in hospitals (Arabian Business.com, 2011). To contribute to the research on ways to reduce this problem in the UAE, the current study aims to investigate to what extent employee perceptions of organizational justice play a significant role in retaining and maintaining public healthcare employees by promoting organizational citizenship behavior and reducing turnover intention of employees in this sector.
[bookmark: _Toc399884716]Research Problem 
Organizations always focus on their employees because they are considered one of their most important assets and play a key role in their success. In many countries, the public health sector has major problems with recruiting and retaining employees (Heponiemi, Manderbacka, Vanska, & Elovainio, 2013). Some of the major challenges facing organizations are how to reduce turnover of employees and, at the same time, how to promote loyalty and encourage extra role behavior.
The association between organizational justice and turnover intention and, organizational citizenship behavior has previously been explored. Moreover, some situational factors mediating or moderating the relationship between organizational justice dimensions and work outcomes such as organizational citizenship behavior, and turnover intention have also been examined. The literature has shown that most of these studies have been done in a western context, with few studies performed in a non-western context. Leung and Stephan (2001) recommended that research on organizational justice should not be limited to western culture but should be expanded to other cultures in order to be able to generalize theories on organizational justice. Moreover, previous research has not taken into account the impact of organizational justice dimensions, such as distributive and procedural justice, on the relationship between interactional justice, organizational citizenship behavior, and turnover intention (Hemdi & Nasurdin, 2008). Therefore, there is a need to conduct a study that examines these relationships in a non-western context, such as the UAE.

[bookmark: _Toc399884717]Purpose of the Study
The main purpose of this study is to examine the main factors that affect organizational citizenship behavior and turnover intention of employees in the public healthcare sector in the UAE, such as organizational justice.  In other words, the research looks into the correlation between three dimensions of organizational justice and work outcome (turnover intention and citizenship behavior) of employees in the public healthcare sector. Moreover, the study investigates the mediating effects of procedural and distributive justice on the relationship between interactional justice, turnover intention, and organizational citizenship behavior. 
In sum, this study attempts to fill a gap in the literature and contribute to the existing research, in the Arab context, by investigating the factors that can motivate healthcare employees (e.g., interactional, procedural, and distributive justice) to increase extra-role behavior through organizational citizenship behavior. 
[bookmark: _Toc399884718]Research Questions 
Based on a review of the literature, this research attempts to answer three research questions and test fourteen hypotheses regarding the relationship between distributive, interactional, procedural justice, organizational citizenship behavior, and turnover intention.
The current research attempts to answer the following questions: 
RQ1. What type of organizational justice is needed to implement an effective strategy for retaining healthcare employees and promoting organizational citizenship behavior?
RQ2. Does procedural and distributive justice mediate the effect of interactional justice on organizational citizenship behavior? 
RQ3. Does procedural and distributive justice mediate the effect of interactional justice on turnover intentions of healthcare employees?

To address these questions, this research examined the direct relationship between the three dimensions of organizational justice, interactional, procedural, and distributive justice, on organizational citizenship behavior and turnover intention. Moreover, the current research aimed to investigate the indirect relationship between interactional justice, OCB, and turnover intention through the mediating role of distributive and procedural justice.
[bookmark: _Toc399884719]Importance of the Study
This study attempts to fill a gap in the literature and contribute to the existing research by investigating factors that could motivate healthcare employees to increase extra-role behavior through organizational citizenship behavior in an Arab context. 
As well, the current study contributes to the investigation into why healthcare employees leave their place of employment in order to reduce this problem. In other words, it contributes to the organizational justice literature and managerial practice in healthcare sector by providing empirical evidence of the impacts of organizational justice on both organizational citizenship behavior and turnover intention. It increases our knowledge and understanding of how organizational justice affects organizational citizenship behavior and employee turnover intention of healthcare employees in the UAE. It draws a conclusion about the nature of the relationship between these variables when the relationship is mediated by organizational justice dimensions, such as procedural and distributive justice. It investigates how adapting organizational justice as a strategic tool in organizations can affect organizational citizenship behavior and turnover intention. This study is one of the first empirical studies of its kind to demonstrate the roles of procedural and distributive justice as mediators between interactional justice and employee work attitudes and behaviors.
[bookmark: _Toc399884720]Organization of the Study
This research contains seven chapters. The sequence and structure of these chapters are as follows:
Chapter 1: Introduction
 This chapter includes an introduction, background of the problem, defines the research setting, discussion of the problem statement, the purpose of the research, research questions, importance of the study, and organization of the study conclusion.

Chapter 2: Literature Review and Research Question(s)
This chapter introduces the purpose of reviewing the literature. This is followed by a discussion of the development of major theories of organizational justice, organizational citizenship behavior, and turnover intention and their associated empirical research. At the end of this chapter three research questions are developed in order to enable the subsequent investigation.
Chapter 3: Theory
 In the theory chapter, the research arguments, research conceptual framework, as well as the research hypotheses are described. It provides a review of the literature that supports this study. At the end of this chapter, gaps in the organizational justice field, which is the center of this study, are highlighted.

Chapter 4: Data and Methodology
This chapter describes the research approach methodology adopted by the researcher, the research design chosen, the research sample, measurement scales, ethical considerations and process, and methods of analysis strategies, such as descriptive statistics, correlations analysis, factor analysis, and regression analysis.
Chapter 5: Results and Discussions 
 This chapter shows the findings from the analysis of the quantitative data collected through the questionnaire survey instrument. It includes results of reliability and validity and an analysis of the data presenting the relationships between study variables, regardless if they are direct or indirect relationships. This is followed by a discussion of the findings of the study in order to confirm the results with the previous research in the field.
Chapter 6: Implications and Suggestions for Future Research.
This chapter discusses the implications of the study’s findings for both theoretical and practical application. It also presents the limitations of the current research and provides some suggestions for future research. 
Chapter 7: Conclusion
This chapter offers a brief summary of the current research and discusses the useful lessons that might help managers in the health care sector retain and reduce turnover intention of their employees.










[bookmark: _Toc399884721]Chapter 2: Literature Review, and Research Question(s)

The purpose of this chapter is to review a body of literature that can help define organizational justice and determine how organizational justice affects employee behaviors and attitudes, in general, and in a healthcare setting, in particular. This chapter provides background on research related to organizational justice, OCB, and turnover intention. The review of the literature is divided into three sections. The first section provides an overview of the theories that have contributed to the development of organizational justice, the important of organizational justice, and dimensions of organizational justice. The second section contains an overview of turnover intention, and causes of turnover. The third section contains sub sections about OCB, important of OCB, and its dimensions. At the end of this chapter, the research questions are listed.
[bookmark: _Toc399884722]Organizational Justice
The study of justice has existed since the times of Socrates and Plato (Ryan, 1993), while the roots of organizational justice began with Adams' study on equity theory (1965) (as cited by Ibrahim & Perez, 2014).  Organizational justice is "one of the goals which was considered by human beings in ethical, political and social dimensions over the years" (Chegini, 2009, p, 137). It refers to how people are treated within organizations and their perceptions of fairness within organizations. Greenberg (1990) defined organizational justice as having “grown around attempts to describe and explain the role of fairness as a consideration in the workplace” (p.400). In particular, it represents the ways in which employees are treated fairly by their organizations based on their own experience and the experience of others within the organization (Folger & Greenberg, 1985; Holtz & Harold, 2009).
 Organizational justice can take different forms, such as employee concerns about fairness with promotions, salary, interpersonal relations with other employees, and treatment by authority figures (Greenberg & Colquitt, 2005).
Since the introduction of organizational justice, researchers have studied organizational justice from different perspectives and utilize several theories in order to identify the best way to conceptualize it. According to Greenberg and Colquitt (2005), the history of organizational justice research is divided into four waves. For instance, the first wave shows that research focused on distributive justice, while the second wave concentrated on procedural justice. Then research shifted to the third wave, which was concerned with interactional justice research, whereas the fourth wave of research focused on combining the three categories of  organizational justice (distributive, procedural, and interactional justice), also called the integrative wave (Colquitt et al., 2005).
A review of the literature on organizational justice shows that previous studies have identified different dimensions of organizational justice. For example, some perspectives on organizational justice categorize it into two dimensions: procedural justice and distributive justice (Abu Elanain, 2010a; Hassan & Hashim, 2011; Suliman & Al Kathairi, 2013). However, other perspectives classify organizational justice into three dimensions: distributive, procedural, and interactional justice (Bakhshi, Kumar, & Rani, 2009; Greenberg, 1990; Moorman, 1991; Muchinsky, 2009; Williams, 2006). Still other literature asserts that there are four dimensions of organizational justice: distributive, procedural, interpersonal, and informational (Holtz & Harold, 2009; Loi, Mao, & Ngo 2009) 
Distributive justice refers to the fairness of distribution and allocation of outcome, while procedural justice implies the perceived fairness of procedures used to allocate resources (Colquitt et al., 2005). Interactional justice is the new form of organizational justice (Ince & Gul, 2011). It reflects the quality of interaction or treatment between employees in an organization (Colquitt et al. 2001) and is classified into two types: interpersonal and informational justice (Colquitt, 2001). Interpersonal justice is referred to “the dignity and respect that one receives,” while informational justice defines as “the provision of adequate information and social accounts” (Walumbwa et al., 2009, p. 1109). In other words, interpersonal justice refers to "the manner in which people relate with supervisors in the workplace", (Suliman & Al Kathairi, 2013, p 100), while informational justice refers to "the quality of communication between employees and their supervisors in organizations" (Suliman & Al Kathairi, 2013, p 100).
 The theoretical distinctions among the different types of organizational justice have been empirically supported, such as the meta-analyses by Cohen-Charash and Spector (2001) and Colquitt et al. (2001).  According to organizational justice literature, organizational justice is deeply embedded in human interactions in organizations. For instance, interactional justice is focused on the relationship between employees and supervisors. Procedural justice is inherent in the behavior of employees within a rule set and whether this behavior results in fair outcomes. Distributive justice is focused on comparison processes and human referents (Adams, 1965).
The focus of this research is on three dimensions of organizational justice (procedural, distributive, and interactional justice), because they have received the most attention among justice researchers (Bies, 2001; Cohen-Charash & Spector, 2001) and were examined in some recent studies in a non-western context; for instance, the studies of Erkutlu (2011), Hassan and Hashim (2011), and Nadiri and Tanova (2010).  Furthermore, the three dimensions of organizational justice have already been useful in predicting turnover intention (Abu Elanain, 2010a; Loi, Hang-Yue & Foley, 2006; Ponnu & Chuah, 2010) and organizational citizenship (Chiaburu & Lim, 2008; Ince & Gül, 2011; Moorman, 1991).
[bookmark: _Toc399884723]Why Organizational Justice is Important
Research on organizational justice has expanded markedly during the past 30 years (Johnson, Selenta, & Lord, 2006), as it has been asserted that organizational justice may possibly explain many organizational outcomes, such as organizational performance, effectiveness, and change initiatives (Greenberg, 1990; Moorman, 1991). 
Prior studies show that organizational justice has had a clear effect on employee attitudes and behaviors, such as employee health (Elovainio, van den Bos, Linna, Kivimaki, Ala-Mursula, Pentti, & Vahtera, 2005; Kouvonen, Kivima, Elovainio, Vaananen, De Vogli, Heponiemi, Linna, Pentti, & Vahtera, 2008), organizational commitment (Bakhshi et al., 2009) psychological empowerment (Kamalian et al., 2010), organizational citizenship behaviors (Chegini, 2009; Rezaiean, Givi, & Nasrabadi, 2010), job satisfaction ( Elamin & Alomaim, 2011; Halepota & Shah, 2011), reduced stress levels (Greenberg, 2006), and turnover intention (Owolabi, 2012 ).  For instance, "low organizational justice can represent a source of stress and negative emotional reactions at work that can potentially contribute to health problems and health risk behaviors" (Kouvonen, et al., 2008, p.48).
 A cross-sectional study by Kouvonen et al. (2008) and Devonish, Kouvonen, and Coyne (2012) reported that the forms of organizational justice were associated with various employee health outcomes and impact on well-being. Researchers claim that perceived organizational justice can be considered one of the key features of organizational contexts that can satisfy employee needs, regardless if they are social or personal needs. Moreover, they assert that perceived organizational justice can be considered a kind of support in the workplace.
       In other words, many studies on organizational justice show that perception of organizational justice has a robust relationship with many desirable work outcomes.  For example, it contributes to enhancing organizational citizenship behavior, job satisfaction, organizational commitment, job performance, trust, and impact turnover intention (Carr et al., 2010; Cohen-Charash & Spector, 2001; Colquitt et al., 2001; Crow, Lee, & Joo, 2012; Erkutlu, 2011; Nowakowski & Conlon, 2005;  van Dierendonck & Jacobs, 2012; Wang, Liao, Xia, & Chang, 2010; Whitman, Caleo,  Carpenter,  Horner,  & Bernerth,  2012). However, perceived organizational justice has a negative relationship with some undesirable work outcomes, such as counterproductive work behavior and turnover intention (Cohen-Charash & Spector, 2001; Colquitt et al., 2001; Nowakowski & Conlon, 2005). In the UAE, Fernandes and Awamleh (2006) examined the influence of three types of organizational justice on both UAE nationals and expatriate groups. They collected data from employees who were working in different organizations in the UAE and found that distributive and interactional justice has a significant influence on satisfaction and performance of UAE nationals, while all types of justice influence satisfaction but do not affect the performance of expatriate groups.
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Distributive justice is the first construct of justice and relates to the fairness of distribution and allocations of outcomes (Colquitt et al., 2005, 2006; Greenberg, 2006), like promotion and payment (Wang et al., 2010).  Distributive justice exists if the distribution of outcomes (e.g. compensation, benefits) meets employee expectations in relation to their input (Cho, 2009; Simpson & Kaminski, 2007).  Before 1975, the study of justice mainly focused on distributive justice derived from the exchange theories of Adams, Homans, and Blau (Jepsen & Rodwell, 2009).
There are three perspectives of distributive justice that depend on equity theory. The first perspective claims that distributive justice relates to perceived fairness of decision outcomes and is judged by evaluating whether rewards are appropriate to costs (Homans, 1961). The second perspective refers to perceived fairness of decision outcomes and is judged by gauging whether outcomes adhere to expectations (Blau, 1964).  The third perspective is judged by gauging whether outcome/input ratios match those of a comparison other (Adams, 1965).
Adams (1965) stated that distributive justice includes employee perceptions about how fairly job demands and rewards are distributed among them. He encouraged the use of the equity rule in order to define fairness. In equity theory, employees compare their input/output ratio to input/output of other employees (Alder & Ambrose, 2005; Colquitt et al., 2006; Greenberg, 2006). If employees feel injustice, then this feeling of inequity can affect job attitudes or job performance of employees that in turn can have an unfortunate impact on an organization (Greenberg, 1990; Williams, Pitre, & Zainuba, 2002). In other words, employees feel that an organization has treated them unfairly when they feel the rewards they receive for what they have done for the organization are insufficient (Rousseau, Salek, Aubé, & Morin, 2009).
Neuman and Baron (2003) argued that, employees who perceive injustice in the work environment may feel frustrated, which may lead to "elicit retaliation or predispose individuals towards aggression and bullying" (p.186). 
Distributive justice is related to social exchange theory, which  states that people respond positively to people who treat them fairly (Coyle-Shapiro, 2002; Kamdar, McAllister, & Turban, 2006 ).   In addition to equity theory, researchers have focused on other aspects of distributive justice, such as equality and need (e.g., Leventhal, 1976). This form of organizational justice proposes that satisfaction is a function of outcome (Nabatchi, Blomgren, & Good, 2007). 
[bookmark: _Toc399884726]Procedural justice
Procedural justice refers to the perceived fairness of procedures and rules used to allocate outcomes that employees receive in the workplace (Colquitt et al, 2005; Suliman & Kathairi, 2013; Thibaut & Walker, 1975).  It refers to "fairness issues concerning the methods, mechanisms, and processes used to determine outcome" (Folger & Cropnazano, 1998, p. 26).
The theory of procedural justice was developed by Thibaut and Walker (1975).  In their model, they differentiated procedural justice from distributive justice. They suggested that procedural justice relates to fairness of the procedures used to make decisions about outcomes, which are determined by the rules of voice and are judged by gauging whether procedures are open to employee input (Colquitt et al., 2006). They claimed that process control and opportunity for voice are the major factors of perception of justice.
Moreover, Leventhal and his colleagues (1980) identified six justice rules that procedures should meet in order to be perceived as fair. These rules are:
1. Consistency: procedures should be consistent across persons and over time.
2. Bias suppression: procedures should be prevented from personal self- interests of decision-makers.
3.  Accuracy: procedures must be based on valid information with minimum of errors when used in the allocation process.
4. Correctability: procedures should contain some opportunity to modify or change unfair decisions.
5. Representativeness: procedures should reflect the needs, values, and outlooks of all parties impacted by the allocation process; these should be represented in the process.
6. Ethicality: procedures must be compatible with fundamental moral and ethical values of the perceiver to avoid deception and bribery.
The findings of certain studies have reported that procedural justice has an impact on several outcomes; for instance, the decrease or increase of worker performance is based on the perceptions of procedural justice (Chegini, 2009; Greenberg, 1996; Moorman, 1991). It has also been shown that procedural justice is positively related to attitudes and behaviors toward authorities and organizations (e.g. trust and organizational commitment) (Hubbell & Chory-Assad, 2005; McFarlin & Sweeney, 1992).
[bookmark: _Toc399884727]Interactional justice 
Interactional justice is a new form of organizational justice (Ince & Gul, 2011), which has been introduced by Bies and Moag (1986). Previously, interactional justice was considered a component of procedural justice (Colquitt, 2001), but eventually it was distinguished from procedural justice and considered an independent form of justice (Bies & Moag, 1986; Folger & Cropanzano, 1998). It reflects the quality of interaction or treatment between employees in an organization (Colquitt et al., 2001) by which employees evaluate whether they are treated by their managers and others with dignity and respect (Crow, et al., 2012). 
As mentioned before, interactional justice is classified into two types: interpersonal and informational justice (Colquitt, 2001). Interpersonal justice is referred to "the dignity and respect that one receives," whereas, informational justice refers to "the provision of adequate information and social accounts" (Walumbwa et al., 2009, p. 1109). Also, informational justice refers to the "quality of communication between employees and their supervisors in organizations" (Suliman & Al Kathairi, 2013, p 100).
In the present research, interactional justice is used as a single construct rather than splitting it into interpersonal and informational justice.

[bookmark: _Toc399884728]Turnover Intention
As mentioned before, turnover can have negative effects on both organization and individual levels. There are two forms of turnovers: voluntary and non-voluntary (Price & Mueller, 1986).Voluntary turnover is defined as the turnover that is caused by the interest of the employee when he or she makes a decision whether or not to stay in or leave an organization (Wells & Peachey, 2011). It is often dysfunctional and can be predicted by turnover intention (Wells & Peachey, 2011). On the other hand, non-voluntary turnover is defined as the turnover caused by the decision of management to terminate an employee from work. 
 There is growing evidence that turnover intention is the strongest predictor to voluntary turnover (Griffeth, Hom, & Gaertner, 2000; Price, 2001; Wells & Peachey, 2011). Furthermore, there is a significant positive association between turnover intention and actual turnover (Lambert et al., 2010; Price, 2001).  Turnover intent refers to a "conscious and deliberate willingness to leave the organization" (Tett & Meyer, 1993, p. 262). Also, it is defined as "the intention to voluntarily change companies or to leave the labor market altogether" (Falkenburg & Schyns, 2007, p. 711).
Literature over the years has discussed and tested a variety of employee turnover models (e.g., Hom & Griffeth, 1991; Lee & Mitchell, 1994; March & Simon, 1958; Mobley, 1977; Price & Mueller, 1981). The first turnover model came from March and Simon (1958). Based on this model, employees who are dissatisfied with their jobs will decide to make a decision to leave their organization and this decision can be impacted by the ease and desirability of movement.  This model was criticized because it does not focus on finding antecedents or the factors that impact dissatisfaction of employees and does not show the mediating effect between dissatisfaction and turnover. 
One of the earlier studies of withdrawal behavior is the work of Porter and Steers’s (1973). They were concerned with the potential role that "met expectations" may have on turnover of employees.  Their concept depended on met expectation, which is defined as the "discrepancy between what a person encounters on this job in the way of positive and negative experiences and what he expected to encounter (Porter & Steers, 1973, p. 152). The authors found that when an employee's expectations are not met, the likelihood of them withdrawing from work should increase. Porter and Steers suggested that using a broad construct, such as overall job satisfaction, can help to explain why employees are dissatisfied, which in turn can help management understand the factors that affect employees and what should be done in order to retain them. Porter and Steers showed that employees' decision to leave an organization is associated with different factors, such as personal, work, and organizational factors. Porter and Steers mentioned four categories in organization where factors that affect employees ' withdrawal decisions can be found. These categories are: immediate work group (e.g., supervisory style, work unit size, co-worker relations), person-based (e.g., age, tenure, personality characteristics), organization-wide (e.g., pay and promotion), and job content (e.g., nature of job requirements).
In reviewing the literature on employee turnover, Mobley (1977) proposed that the withdrawal decision process has several intermediate steps. Mobley (1977) suggested in his model that before employees actually quit an organization, he or she passes through several phases beginning with evaluating expected utility of search and cost of quitting, intention to search for alternatives, search for alternatives, evaluation of alternatives, comparison of alternatives vs. present job, and ending with intention to leave.  
Continuing their study of employee turnover, Price and Mueller (1981) discussed the main criticism of previous models of employee turnover. They proposed their model in order to remedy the weakness of previous models. In their model, Price and Mueller focused on voluntary turnover as the dependent variable. Their model involved 11 factors that can impact voluntary turnover: (1) opportunity, (2) participation, (3) routinization, (4) pay, (5) integration, (6) distributive justice, (7) instrumental communication, (8) kinship responsibility, (9) promotional opportunity, (10) professionalism, and (11) general training. Price and Mueller (1981) tested their model by using a sample of nurses. The results of their empirical research, to some extent, support their model, which revealed that intention to stay was the key factor contributing to nurses’ turnover. Moreover, literature in this area shows that models of turnover have been empirically examined by a number of researchers (e.g., Hom &, Griffeth 1991; Hom & Kinicki, 2001).
[bookmark: _Toc399884729]Causes of Turnover
Numerous studies have been conducted over the past several decades to find the various antecedents and correlates of turnover. A review of the literature shows the variables that can affect turnover are classified into the following categories:
Personal characteristics: including demographic variables, such as age, job tenure, and gender. Some of the studies in this category have been conducted by Crossley, Bennett, Jex, and Burnfield (2007) Gerhart (1990), and March and Simon, (1958).
Role states: this includes role ambiguity, role overload, and role conflict. Abu Elanain, (2014), Fried, Shirom, Gilboa, and Cooper (2008), Hom and Kinicki (2001), and Leiter and Maslach, (2009) have examined some of the dimensions of role states in predicting turnover. 
Job characteristics: this includes skill variety, job challenge, job scope, and autonomy. Examples of research done examining job characteristics as antecedents of turnover are the studies of Abualrub and Al-Zaru (2008), Zimmerman (2008), and Podsakoff et al. (2007).
Group/ leader relations: examples in this category are the studies done by Abu Elanain, (2014), Albrecht and Andreetta (2011), Gifford, Zammuto, Goodman, and Hill (2002), and Ng and Sorensen (2008). 
Organizational/ environmental perceptions: examples include the research done by Cheng and Chan (2008), San Park and Kim (2009), Aldhuwaihi, Shee, and Pauline (2012) and Ferris, Fedor, Chachere, and Pondy (1989).
Attitudinal reactions: studies in this category include Suliman and Al-Junaibi’s (2010; March and Simon’s (1958), Mobley’s (1977), and Yousef's (2002).

Research findings relating some categories of variables to turnover are summarized in the following paragraphs.
In the non-western context of the UAE, some studies have tried to understand the major determinants of turnover intention in order to provide some managerial implications, such as those conducted by Abu Elanain ( 2009, 2010a  2010b, 2014),  Suliman and Al-Junaibi (2010), and Yousef (2002). The findings of Yousef (2000) have indicated a strong relationship between UAE employee’s affective commitment and intention to quit.  
Another study conducted in the UAE was Suliman and Al-Junaibi’s (2010) study in which they investigated the relationship between organizational commitment and intention to quit in the UAE oil industry. Their results showed that organizational commitment significantly and negatively impacts turnover intention of employees. Furthermore, they found that both demographic factors and organizational commitment provide evidence that supports these relations. 
Abu Elanain, (2014) studied the effects of Leader-member exchange (LMX) on employee turnover and examined the mediating impact of role conflict, organizational commitment, and job satisfaction on LMX-turnover intention. The findings suggest that the role of LMX in influencing employees to quit their work is a response to low LMX. In addition, the results show that the three mediators (role conflict, organizational commitment, and job satisfaction) influence the correlation between LMX-turnover intentions.
In Korea, San Park and Kim (2009) examined the association between organizational culture types, job satisfaction, and turnover intention among public hospitals nurses by using job satisfaction as a mediator between organizational culture types and turnover intention. They found that there was a direct and indirect relationship between organizational culture and organizational effectiveness variables, such as job satisfaction and turnover intention through mediating effect of job satisfaction. 
In a different context, Aldhuwaihi, Shee, and Pauline (2012) investigated the same variables used by San Park and Kim (2009) in their study, but in a different context (Saudi Arabia) and in a different sector (banks in Saudi Arabia).  They used job satisfaction as a moderator variable between organizational culture types and turnover intention. The results of their study indicate that level of job satisfaction and turnover intention varies across organizational culture typology and their results, to some extent, are consistent with the San Park and Kim (2009) study.
Albrecht and Andreetta (2011) examined the impact of empowering leadership, empowerment, and engagement as affective commitment and turnover intention using139 employees of a community health service. They found that there is a positive link between engagement and turnover intention. Moreover, their results show that engagement partially mediates the impact of empowerment on affective commitment and turnover intention.
In the healthcare sector, Gifford, Zammuto, Goodman, and Hill (2002) found that organizational culture affects nurses' quality of work life. Also, they revealed that human relation’s cultural values positively influence job involvement, organizational commitment, job satisfaction, and empowerment and negatively influence nurses’ turnover intention.
Almalki, FitzGerald and Clark’s (2012), examined the impact of quality of work life on turnover intention of employees in the Saudi's healthcare industry. Results found that quality of work life negatively affects turnover intention of employees in the healthcare sector.
Voluntary turnover affects organizations in different ways. It has an impact on employees, employers, and organizations at the same time. It affects organizations in terms of direct costs, such as the cost of recruiting and training new employees (Abu Elanain, 2014). Also, it reduces the effectiveness of organizations and their ability to achieve specified goals (Hom & Griffeth, 1995). Moreover, there are indirect costs affecting employee performance where high turnover rates may affect the remaining employees by increasing their average workload, which in turn increases the stress level (Hendrie, 2004).  Furthermore, it has an impact on employees, such as loss of friendships and benefits.
The literature found that high turnover rates also have a significant impact on both perceived value of the company, service quality (Brandmeir & Baloglu, 2004), decreased customer satisfaction (Koys, 2001), and effect future revenue growth (Baron, Hannan, & Burton, 2001). Moreover, employers can be negatively affected by turnover when they lose profitability. 
Woods and Macaulay’s (1989) study highlighted the linkage between turnover rate, performance, and profitability in the hospitality industry.  They found that turnover rate is highly associated with business profitability. For example, in 2008, the cost to UAE firms due to high turnover among employees was $2.7 billion (Dh9.9 billion) (Gulfnews.com, 2008). 
In the health care sector, employee turnover is considered a serious problem for strategic management of health human resources, especially when high rates of turnover lead to the increased cost of replacing employees (Abelson, 1986; Waldman et al., 2010).
In sum, there is an increased need for organizations, especially in healthcare, to focus on retaining healthcare employees. Therefore, the best way to start is to understand the causes of turnover, especially turnover intention. 

[bookmark: _Toc399884730]Organizational Citizenship Behavior
Organ (1988) defined Organizational Citizenship Behavior (OCB) as "individual behavior that is discretionary, not directly or explicitly recognized by the formal rewards system, and that in the aggregate promotes the effective functioning of the organization." (p. 4). This means, organizational citizenship is voluntary behavior in nature and is not critical to the work, but may help organizational operation (Lee & Allen, 2002).
Of course, regarding the influence of organizational citizenship behaviors (OCBs) on efficiency and effectiveness of an organization, it makes sense to find those factors that impact these behaviors in an organizational setting. Therefore, recent studies on OCBs have focused on finding the factors that affect OCBs.  For example, in 1995, Organ and Ryan conducted a meta-analytic review of fifty five studies with the intention of finding the antecedents of OCB. Their results revealed that organizational justice, organizational commitment, and job satisfaction were the most influential antecedents of OCB. 
Moreover, the literature cites that organizational trust, job involvement, leader member exchange, and leader support are other antecedents of OCBs (Farh, Podsakoff, & Organ, 1990; LePine, Erez, & Johnson, 2002; Munene, 1995; Moorman, 1991; Noehoff & Moorman, 1993.  
OCB may be a result of a social exchange relationship between employees and their organizations, once the employee perceives organizational justice (Organ, 1988). For instance, employees will engage in extra-role behavior as a form of social exchange when they feel their organizations are fair. If they determine their organization is unfair, then this relationship changes from a social exchange to an economic exchange (Organ, 1990).
[bookmark: _Toc399884731]Importance of Organizational Citizenship Behavior
Organizational citizenship behavior has received attention in both organizational and business research (Arthaud-Day et al., 2012). It has a positive effect on variety outcome.  For example, OCB can increase the efficiency of an organization when allocating different forms of resources for more effective and productive resources (Borman & Motowidlo, 1993; Organ, 1988; Podsakoff, Mackenzie, & Hui, 1993). In another example, OCB may improve organizational performance by helping an organization retain their employees and enhance the social attractiveness of a work unit (Aquino & Bommer, 2003; Organ 1988).
 Moreover, Podsakoff et al (2000) stated that OCB can impact organizational success positively by different ways such as "(a) enhancing coworker and managerial (b) freeing up resources so they can be used for more productive purposes; (c) reducing the need to devote scarce resources to purely maintenance functions; (d) helping to coordinate activities both within and across work groups; (e) strengthening the organization’s ability to attract and retain the best employees; (f) increasing the stability of the organization’s performance; and (g) enabling the organization to adapt more effectively to environmental changes" (p. 243-246).
In a service organization, organizational citizenship behavior is very important and is required for delivering high quality service (Benjamin, 2012), as well as reducing turnover intention (Podsakoff, Whiting, Podsakoff, & Blume, 2009). So it makes sense to identify the variables that increase these behaviors in an organization. These antecedents can be individual, group characteristics, or organizational factors (Christine et al., 2005; Podsakoff et al., 2009).
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The two broad conceptualizations of organizational citizenship behavior are those developed by Organ (1988, 1990) and Williams and Anderson (1991). From Organ’s (1990) perspective, organizational citizenship behavior is classified into five components: altruism, conscientiousness, sportsmanship, courtesy, and civic virtue.
The following dimensions in the section below provide a brief definition of these dimensions as defined by Organ (1988, 1990), Organ et al. (2006), and Podsakoff et al. (2009):
Altruism: used to indicate employees helping other employees of the organization in their work (Podsakoff et al., 2000)  
Conscientiousness: behavior indicating that an employee will go well beyond the minimum role requirements of the organization, such as working long hours, accepting and adhering to rules, following procedures, observing regulations of the organization, and volunteering to do jobs besides duties.
Sportsmanship: refers to the willingness on the part of employees to tolerate less than ideal circumstances without complaints and protests.  This behavior can develop the morale of the group, and can reduce employee turnover (Podsakoff & MacKenzie, 1997).
Civic virtue:  defined as an employee’s constructive and responsible involvement in the life of an organization, such as regularly attending meetings that are not required by the organization.
Courtesy: includes behaviors with the emphasis on the prevention of work-related problems with others. Early studies in this area have found that employees who show this behavior contribute to reducing intergroup conflict (Podsakoff et al., 2000).
Another classification of organizational citizenship behavior was developed by Williams and Anderson (1991). It is the behavior that benefits the organization in general (organizational citizenship behavior organization) and the behavior that immediately benefits specific individuals and indirectly contributes to the organization (organizational citizenship behavior individual). 
[bookmark: _Toc399884733]Research Questions
For the purpose of this research and developed through the literature review, a number of research questions have been stated. As mentioned in the introductory chapter, the objective of this study is to investigate the main factors that affect organizational citizenship behavior and turnover intention of employees in the public healthcare sector in the UAE, such as organizational justice.
 In addition, the research aims to examine the relationship between three dimensions of organizational justice (interactional, procedural, and distributive justice), citizenship behavior, and turnover intention in a public healthcare setting. Moreover, the current research aims to investigate the mediating effects of procedural and distributive justice on the relationship between organizational justice (interactional justice), organizational citizenship behavior, and turnover intention. Thus, the following questions were formulated: 
RQ1. What type of organizational justice is needed to implement an effective strategy for retaining healthcare employees and promoting organizational citizenship behavior?
RQ2. Does procedural and distributive justice mediate the effect of interactional justice on organizational citizenship behavior? 
RQ3. Does procedural and distributive justice mediate the effect of interactional justice on turnover intentions of healthcare employees?



[bookmark: _Toc399884734]Chapter 3: Theory

The current chapter contains a review of the most relevant empirical findings that support distributive, procedural, and interactional justice theories, regardless of whether these empirical studies have investigated the relationship between organizational justice, organizational citizenship behavior, and turnover intention in general organizational settings, the healthcare sector context, or in an Arab or  non-Arab context. In this chapter, and according to theoretical and empirical studies in this field, the research model is illustrated and a brief conclusion is stated.
This present research is based on four main theoretical frameworks: organizational justice theory, organizational citizenship behavior, turnover intention, and social exchange theory. 
The research attempts to determine if there is a relationship between these frameworks among public healthcare employees. The research looks at three types of organizational justice   (distributive, procedural, and interactional justice) independently (unidimensional). Organizational citizenship behavior and turnover intention, respectively, are looked at as a whole (unidimensional).
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This research is based on social exchange theory, which was introduced by Blau (1964). Social exchange theory is defined as "the voluntary action of individuals that are motivated by the returns they are expected to bring and typically do, in fact, bring from others" (Blau, 1964, p. 91). In social exchange theory, employees repay organizations by being affectively committed to them (Eisenberger, Huntington, Hutchison, & Sowa 1986). This theory has been mostly used in organizational justice studies in order to formulate research hypotheses and explain results (Rai, 2013). Some researchers claim that the use of social exchange theory is valid when integrating many related theories and models (Copanzano, Rupp, Mohler, & Schminke, 2001; Copanzano & Mitchell, 2005). 
This study proposes that interactional, procedural, and distributive justice are the main resources in social exchange transactions (Loi et al., 2006).  For example, if employees interpret a supervisor’s/ manager’s treatment as unfair, the impact is that they feel less obligation to complete required tasks demanded by their supervisors/ managers.  Ultimately, this negatively impacts organizational citizenship behavior.  In addition, this feeling affects employee loyalty and can lead employees to make the decision to withdraw emotionally from the relationship through their intention to leave the organization. 
This study expects that all dimensions of organizational justice can directly and positively impact the organizational citizen behavior of health care employees, as well as directly and negatively affect turnover intention of healthcare employees. Moreover, this research proposes that the perceptions of health care employees of interactional justice may directly and indirectly affect organizational citizen behavior positively and turnover intention negatively, through the mediating role of procedural and distributive justice. This can happen when employees in the health care sector feel that their organizations and managers treat them fairly and well, which has the overall effect of satisfying the employees and motivating them to be hard workers so that they do their best voluntarily without anticipating rewards or benefits. The perceptions of interactional justice are high and these have an effect on the employees’ decisions to stay in their organizations. 
Research on organizational behavior and turnover intention to date has not explored how interactional justice, organizational behavior, and turnover intention are impacted by employee perceptions of procedural justice and distributive justice. 
A conceptual model was used to present the relationships between research variables and showed the mediation relationships of antecedents of OCB and turnover intention. This model was helpful in showing the mediation relationships supporting this study. A mediator is referred to as a variable that to an extent "represents the generative mechanism through which the focal independent variable is able to influence the dependent variable of interest" (Baron & Kenny, 1986, p.1173). 
The study's hypothesized model is depicted in Figure 1, which shows that interactional justice (IJ) directly and indirectly influences healthcare employees' organizational citizen behavior (OCB) and turnover intention (TI) in UAE hospitals. In addition, this study expects to find that procedural (PJ) and distributive justice (DJ) impact organizational citizenship behavior directly and affect the relationship between interactional justice-organizational citizenship behaviors and the relationship between interactional justice-turnover intention when acting as mediators in this relationship.
Figure 1: Theoretical framework
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 The purpose of the following sections is to discuss the relationships among the research variables in order to introduce several hypotheses about these relationships.  These sections present studies related to justice and its impact on organizational citizenship behavior and turnover intention, irrespective of the place of the study or the type of sector. 
As discussed before, many researchers suggest that organizational justice has three forms, distributive justice, procedural justice, and interactional justice, so organizational justice  can be examined generally or can be concentrated on specific dimensions, along with organizational citizenship behavior and turnover intention.
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Previous studies have reported that the relationship between different dimensions of organizational justice is complex (Colquitt et al., 2001; Skarlicki & Folger, 1997). Colquitt and his colleagues (2001) assert that the interaction between justice dimensions can improve the understanding of how they affect other factors.  For example, it is argued that interactional justice can affect perception of distributive justice (Cohen-Charash & Spector, 2001) and that the interaction may impact other outcomes, such as organizational commitment (Crow et al., 2012). In other words, employee perception of how they receive fair outcomes depends on their perceptions of how they feel the process of the organization and their relationship with their supervisors are fair (Brockner, 2002; Brockner et al., 2008; Colquitt et al., 2001; Leng et al., 2001).  It is also found that employees' view on how they feel the procedure of an organization is fair is affected by their relationship with their supervisors (Wang, Liao, Xia, & Chang, 2010). 
Recent studies found that interactions between dimensions of justice, such as procedural, interactional, and distributive justice, may influence both personal and organizational outcomes (Abu Elanain, 2010a; Crow et al., 2012; Wang et al., 2010). One of the studies that focused on examining the relationship between organizational justice dimensions was Sweeney and McFarlin’s (1993). Sweeney and McFarlin (1993) studied (as cited in Reithel, Baltes and Buddhavarapu, 2007) the correlation that organizational justice dimensions (distributive justice and procedural justice) have with each other and with organizational outcomes. They tested four different models that link procedural, distributive justice, and organizational outcomes.  The first model was a two-factor model that showed procedural justice was more related to organizational referenced outcomes (e.g., organizational commitment), while distributive justice was more related to personal-referenced outcomes (e.g., pay satisfaction). The second model was the procedural primacy model that showed that procedural justice directly impacts distributive justice and distributive justice impacts both personal-referenced outcomes and organizational referenced outcomes. The third model was the independent effect of procedural and distributive justice on both organizational and personal outcomes. In other words, there is no interaction between distributive and procedural justice that impacts organizational and personal outcomes. The fourth model was the distributive-halo model that showed that distributive justice significantly affects organizational and personal outcomes, as well as driving perception of procedural justice.
Recently, a few empirical studies found that interaction between the dimensions of justice, such as procedural, interactional, and distributive justice, may influence both personal and organizational outcomes (Abu Elanain, 2010a; Chênevert, Jourdain, Cole, & Banville, 2013; Crow et al., 2012; Wang et al., 2010). Thus, this study expects to find that interaction justice impacts both procedural and distributive justice directly, which in turn also mediates the link between interactional justice and work outcomes indirectly (organizational citizenship behavior and turnover intention).
Accordingly, this study suggested that interactional justice is positively and significantly related to procedural and distributive justice in the UAE. Moreover, the study predicts that procedural justice mediates the link between interactional justice and distributive justice. Thus:
H1: Interactional justice is positively associated with procedural justice.
H2: Interactional justice is positively associated with distributive justice.
H3: Procedural justice is positively associated with distributive justice.
H4: Procedural justice mediates the positive relationship between interactional justice and distributive justice. 
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The use of organizational justice for promoting organizational citizenship behaviors is a relatively late research interest, even though an extensive amount of empirical research has already been done in this area. For instance, Moorman (1991) investigated the link between perceptions of fairness and organizational citizenship behavior in two Midwestern companies. He found that procedural justice and four dimensions of organizational citizenship behavior correlated with perceptions of fairness.
Moreover, Moorman and his colleagues (1998) examined the mediating roles of perceived organizational support in the relationship between employee perceptions of distributive justice and organizational citizenship behavior, based on social exchange theory. They tested this model using 93 MBA students. The results showed that distributive justice positively impacts organizational citizenship behavior through perceived organizational support.
According to Organ (1990), justice perceptions have a main role in promoting organizational citizenship behavior. Performing employees’ organizational citizenship behaviors are a response to fair treatment offered by an organization (Organ, 1990). This is because when employees perceive their working atmosphere is fair, it increases their job satisfaction, which in turn prompts employees to engage in organizational citizenship behavior (Moorman, 1991). Organ (1990) assumed that employees in organizations adopt social exchange relationships and these relationships change if employees perceive unfairness is evidenced. At this time, the form of relationship will shift to an economic rather than social one.
There are many studies aimed at understanding the dynamics of organizational justice on organizational citizenship behavior. For example, Williams and his colleagues (2002) claim that when employees perceive organizational justice, they have a more positive state of mind, which encourages them to perform organizational citizenship behavior. 
Research consistently shows that there is a positive and strong correlation between organizational justice and organizational citizenship behavior. Many studies have examined this relation, directly or indirectly, in a western or non-western context, in light of overall organizational justice or by using different forms of organizational justice. For example, some researchers (Al-Hyasat et al., 2013; Cohen-Charash & Spector, 2001; Colquitt et al., 2001; Greenberg, 1993; Niehoff & Moorman, 1993) have revealed that perceptions of organizational justice are directly related to organizational citizenship behavior and have an impact on OCB (Young, 2010).
Recent studies have examined the link between organizational justice and organizational citizenship behavior by using different mediators and moderators (Chegini, 2009; Cheung, 2013; Cloninger, Ramamoorthy, & Flood, 2011; Erkutlu, 2011; Ertürk, 2007). For example, Erkutlu (2011) studied the relationship between organizational justice and organizational citizenship behavior by using two dimensions of organizational culture (respect for people and team orientation) as a moderator. The results showed that there is a strong link between interactional justice and organizational citizenship behavior for organizations that are higher in respect to people, while distributive and procedural justices have a weak relationship with organizational citizenship behavior for organizations that are higher in team orientation (Erkutlu, 2011). Other research showed that all the organizational justice dimensions (distributive justice, policy justice, inter individual justice, and informational justice) are positively related to organizational citizenship behavior (Chegini, 2009). 
In the education sector, Ertük (2007) investigated the relationship between organizational justice with citizenship behavior directed at the organization and the individual (OCBI OCBO) by using trust in a supervisor as a mediator. The findings indicated that trust in a supervisor partially mediates the organizational justice-OCBI link, while it fully mediates the relationship between organizational justice and OCBO. One of the newest studies that use the two dimensions of organizational citizenship behavior (OCBO and OCBI) by using perceived organizational support as a mediator between organizational justice and organizational citizenship behavior concluded that perceived organizational support fully mediates the impact of two dimensions of organizational justice (interpersonal and informational justice) on two forms of organizational citizenship behavior (OCBO and OCBI) (Cheung, 2013). 
In a review of studies on the relationship between organizational justice and OCB, Fassina, Jones, and Uggerslev (2008) reported that procedural and interactional justice are the strongest predictors of OCBO and OCBI, respectively. Also, Cloninger et al. (2011) indicated that equality and equity based rewards may possibly promote organizational citizenship behavior. Their results were contested by the results of Hemdi and Nasurdin’s (2008) study, which revealed that distributive justice perception was more strongly related to both turnover intention and OCB, while procedural justice was only strongly related to turnover intention.
In another setting, Park and Yoon (2009) examined the effect of organizational citizenship behavior (OCB) between organizational justice and organizational effectiveness in nursing organizations. Their study indicated that the three forms of organizational justice (distributive justice, procedural justice, and interaction justice) have direct impact on work attitude, such as on job satisfaction and organizational commitment, and with work outcome (turnover intention) in organizational effectiveness, and an indirect influence on job satisfaction and organizational commitment and turnover intention when mediated by organizational citizenship behavior.
Research findings demonstrate that certain dimensions of justice predict organizational citizenship behavior better than others. For example, Moorman (1991) found that interactional justice was the best predictor of organizational citizenship behavior and the only form of organizational justice that was positively related to organizational citizenship behavior (Farahbod, Azadehdel, Rezaei-Dizgah, & Nezhadi-Jirdehi,  2012). 
Some studies that support the relationship between interactional justice and citizenship behavior have found that interactional justice is a significant predictor of organizational citizenship behavior (Coyle-Shapiro, Kessler, & Purcell, 2004; Moorman, 1991; Moorman et al., 1993; Williams et al., 2002).  Other studies have found that procedural justice is the most deterministic justice influence on organizational citizenship behavior and is related with types of OCB (Chiaburu & Lim, 2008; Chiaburu & Marinova, 2006; Cropanzano, Preha, & Chen, 2002; Skarlicki  & Folger, 1997), while  still others have indicated that distributive justice is a better predictor of organizational citizenship behavior, which encourages employees to engage in organizational citizenship behavior (Ince & Gül, 2011) and has a significant positive effect on organizational citizenship behavior, directly and indirectly (Haqu &Aslam, 2011). 
In view of the above, it was hypothesized that:
H5: Interactional justice is positively associated with organizational citizenship behavior.
H6: Procedural justice is positively associated with organizational citizenship behavior.
H7: Distributive justice is positively associated with organizational citizenship behavior.
[bookmark: _Toc399884739]Organizational Justice and Turnover Intention
Organizational justice and turnover intentions are reflections of the outlook that employees have about their employment. This outlook is influenced by the degree to which employees perceive that they are treated equally at workplace. As mentioned above, the survival of any organization depends largely on the employees working within the organization. Therefore, managers and scholars are trying to study and understand employees’ feelings, thoughts, attitudes, and behavior. This is because employee perception of an organization and its environment may determine their intention to leave or stay in the organization.
Past research has suggested that different forms of organizational justice contribute to reducing employees' turnover intention. The relationship between different dimensions of organizational justice and both turnover and turnover intention have been explored by different researchers (Abu Elanain, 2010a Alexander & Ruderman, 1987; Loi et al., 2006; Ponnu & Chuah, 2010). For example, Alexander and Ruderman (1987) examined the effect of organizational justice and six organizational outcome variables (stress, trust in management, conflict, job satisfaction, turnover intentions, and evaluation of supervisor). The results showed that procedural justice had a stronger relationship with most of the variables than with distributive justice. Furthermore, the results revealed that distributive justice had a stronger relationship with turnover intention compared with procedural justice. 
In addition, Ponnu and Chuah (2010) reported that the perceptions of distributive and procedural justice were significantly correlated to turnover intention. These results also supported the results of Dailey and Kirk’s (1992) study, which considered the opposite correlation between procedural justice and intention to quit as one of withdrawal strategy. Furthermore, recent meta- analyses has provided evidence of the link between procedural justice with intention to quit in different types of organizations (Cohen-Charash & Spector, 2001; Colquitt et al., 2001). 
In a non-Arab context, Wong (2012) investigated the effect of two forms of organizational justice (procedural and international justice) and job security on turnover intention and organizational citizenship behavior by using trust in management and trust in supervisors as mediators. The results show that job security and procedural justice positively affect trust in management and trust in management negatively affects turnover intention. In addition, the results revealed that international justice positively impacts trust in supervisors and trust in supervisors positively increases employees’ organizational citizenship behavior.
Though the above studies provide inconclusive results, they nevertheless offer insights into the nature of the relationship between organizational justice and turnover intention.  For instance, More and Tzafrir (2009) stated that turnover intention was affected by organizational justice in general  but that actually it was different between employees from different countries, according to the types of organizational justice. For example, they found the turnover intention of Israeli employee were more affected by both descriptive and procedure justice, whereas Hungarian employees were more affected by informational justice. 
Other research in this field, in a multi-national cultural context, was conducted by Hassan and Hashim (2011). According to their study, the results suggest that both distributive and procedural justice do matter in encouraging commitment and reducing workforce turnover intention  and can be adopted in a multi-national cultural context (Hassan & Hashim, 2011).
One of the studies that used organizational justice as a moderator between organizational citizenship behavior and turnover intention was conducted by Sharoni et al. (2012). The result of their study was unexpected, as organizational citizenship behavior strongly effected turnover intention (beta=-.59, p<.01) and organizational justice also strongly effected turnover intention (beta=.47, p<.01). In this study, organizational justice did not moderate the relationship between organizational citizenship behavior and turnover intention, which means there is a direct relationship between organizational justice and turnover intention.
Based on the numerous studies mentioned earlier, the present research aims to fill the gap and examine the direct and indirect relationship between different forms of organizational justice and turnover intention in the healthcare sector and in a non-western context, such as the UAE. This study expects that the three forms of organizational justice are negatively correlated with turnover intention of healthcare employees. Therefore, this study predicts that the three dimensions of organizational justice (distributive, procedural, and interactional justice) are related to turnover intention. 
Thus:
H 10: Interactional justice is negatively related with turnover intention.
H 11: Procedural justice is negatively related with turnover intention.
H 12: Distributive justice is negatively related with turnover intention.
[bookmark: _Toc399884740]The Mediating Effects of Procedural Justice and Distributive Justice 
Recent research found that organizational justice dimensions mediate some of the relationships that could impact organizational citizenship behavior and turnover intention. In a non-Arab context, Zhang and Agarwal (2009) examined the mediating impact of three types of organizational justice (distributive, procedural, and interactional) on human resources practices (empowerment, psychological contract fulfillment, and communication) and organizational citizenship behavior and turnover intention. The findings revealed that organizational justice dimensions impact organizational citizenship behavior positively, while only distributive and interactional justice impact turnover intention and play a mediating role between the independent and dependent variables (Zhang & Agarwal, 2009). 
In Cyprus, Nadiri and Tanova (2010) investigated the effect of organizational justice perceptions (distributive, procedural, and interactional justice) of hotel employees with job satisfaction, OCB, and turnover intention. Their study found that distributive justice was a stronger predictor of all various work related variables (job satisfaction, OCB, and turnover intention) than procedural justice.
In the UAE context, Abu Elanian (2009, 2010a, 2010b) conducted some studies that examine the role of organizational justice dimensions as mediator of different variables in the context of the UAE. For example, Abu Elanian (2009) investigated the influence of job characteristics on work attitudes and behaviors (e. g., turnover intention) and tested mediating roles of distributive justice on job characteristics-work outcomes and relationships. The results showed that distributive justice mediates some of the links of job characteristics-work outcomes (i.e., task identity and turnover intentions, skill variety, and turnover intentions).
Abu Elanian (2010a) also examined the impact of procedural justice on work outcomes and tested the mediating influence of distributive justice as a mediator between these relationships. The results of the study indicated that procedural justice is more strongly related to organizational commitment and job satisfaction than distributive justice. Moreover, the results revealed that distributive justice plays a role in mediating some of the relationships between procedural justice and work outcomes. Another study conducted by Abu Elanain (2010b) assessed the effect of openness to experience on organizational citizenship behavior dimensions and investigated to what extent work locus of control and interactional justice mediate the link between openness and OCB dimensions. The findings reveal that interactional justice successfully plays a role in mediating the effect of openness to experience on OCB dimensions. 
Consistent with the current literature, it is supposed that both procedural and distributive justice mediate the relationship between interactional justice, organizational citizenship behavior, and turnover intention:
H8: Procedural justice mediates the positive relationship between interactional justice and organizational citizenship behavior.
H9: Distributive justice mediates the positive relationship between interactional justice and organizational citizenship behavior.
H13: Procedural justice mediates the negative relationship between interactional justice and turnover intention.
H14: Distributive justice mediates the negative association between interactional justice and turnover intention.
Few studies have explored forms of organizational justice effects on organizational citizenship behavior and turnover intention (e.g. Suliman & Al Obaidli, 2011). Therefore, the underlying process through which organizational justice impact to employee turnover remains largely unknown (Loi et al., 2006). 
As can be seen from the above literature, the link between organizational justice, organizational citizenship behavior, and turnover intention has been studied widely in non-Arab countries, while there are few studies that examine this relationship in Arab countries.  Moreover, the previous studies found that different dimensions of organizational justice can be important determents of organizational citizenship behavior and turnover intention. However, limited studies have examined these links in the healthcare sector. Surprisingly, to date, no study has investigated procedural and distributive justice as mediators in the relationship between interactional justice and work outcome (organizational citizenship behavior and turnover intention).
[bookmark: _Toc399884741]Conclusion
This chapter presented that organizational justice dimensions could predict OCB, as well as negatively impact turnover intention. Numerous empirical studies have shown different results about the nature of the strength of this relationship, while some studies have revealed that interactional justice can be a best predictor of organizational citizenship behavior and can affect turnover intention negatively. Other studies have revealed that distributive justice has a variable effect on organizational citizenship behavior and can reduce turnover intention more than another dimension of organizational justice. 
On the other hand, many researchers have claimed that procedural justice has a negative effect on turnover intention and a positive impact on organizational citizenship behavior. A review of the literature failed to identify any academic research on the dual impact of procedural and distributive justice as mediators between interactional justice, organizational citizenship behavior, and turnover intention. This study aims to answer some questions in regards to this research gap.
This chapter provided an overview of the research theoretical framework. This framework presented a visual sketch of the relationships among the variables identified in the study. Based on an extensive review of the existing literature and on the interplay of the variables in the framework several hypotheses have been introduced.

[bookmark: _Toc399884742]Chapter 4: Data and Methodology

Research methodologies directly impact the validity, reliability, and generalizability of a study. Thus, the purpose of this chapter is to discuss the research methodology used to investigate the relationships among predictors (interactional justice, procedural justice, and distributive justice), turnover intention and OCB. 
This chapter first begins by reiterating the purpose of the study and the research questions. Second, it gives an overview of the research methodology, research design, research strategy, and the methods used to answer the study's research questions, and examining the research model in order to recommend the organizational justice forms that might promote organizational citizenship behavior and improve employee retention. Third, in this chapter describes the demographic, sample procedures, and instruments and statistical analysis that are used in the current study. Finally, this chapter concludes with a brief summary of relevant points.
[bookmark: _Toc399884743]Research Approach 
The purpose of this research is to examine the relationship between interactional justice, procedural justice, distributive justice, and employees’ work related attitudes and behavioral outcomes, such as OCB and turnover intention. The research, therefore, addresses a number of questions, and uses different theories to develop research hypotheses in order to assist in answering the research questions. This research is considered deductive research, where a theoretical structure is developed prior to testing it through empirical observation (Gill & Johnson, 2009). 
Qualitative and quantitative research methods are most commonly used in business and management studies.  They show how the research will be carried out. Bryman and Bell (2011) distinguish between quantitative and qualitative methods, explaining that the quantitative method focuses on the measurements and amounts of characteristics of the subject studied and testing of theories from previous research, while qualitative research focuses on theory development and is concerned with collecting, analyzing, and interpreting data by observing what people say and do. Additionally, they state that quantitative research is linked to a deductive approach, whereas the qualitative method often entails an inductive research approach. Bryman and Bell (2011) emphasize that the key differences between quantitative and qualitative methods depends on the purpose, research question, and ontological and epistemological framework of the research.
Based on the purpose of this research and research questions mentioned above, the research method chosen in this research was a quantitative research method. Aliaga and Gunderson (2000) define the quantitative research method as explaining phenomena by collecting numerical data that are analyzed using statistical methods. According to Creswell (2009), a quantitative approach is considered the best method to use if the aim of the study is to identify factors or understand the best predictors that affect an outcome. Moreover, this approach is suitable when the study aims to test a theory or hypotheses and obtain information about individuals' behaviors, attitudes, and opinions. Through using deductive reasoning, the researcher may be able to generate a broad-based conclusion (Fisher & Stenner, 2011). Hence, choosing a quantitative approach as a research methodology is well suited to this research, as it can aid in answering the proposed research questions. 
[bookmark: _Toc399884744]Research Design and Strategy
The research design provides a framework or plan for the research to be used in collecting and analyzing data (Bryman & Bell, 2011). It assists the researcher in ensuring that the research is relevant to the research objectives. Also, it is used "to enable the research to anticipate what the appropriate research decisions should be so as to maximize the validity of the eventual results" (Mouton, 1996, p. 107). In the present research, the research design is explanatory research, which looks for explanations of the nature of relationships between research variables through testing the research hypotheses.
In addition, this study is non-experimental, because it does not emphasize the manipulation and control of variables, such as in experimental research (Trochim, 2001). It focuses on analyzing the correlation between variables (Cozby, 2001) Also, the current study adopts a correlation design, which, consistent with the aim of this study, is used to investigate whether and how strongly sets of variables of study (healthcare employee perceptions of interactional, procedural, distributive justice, organizational citizenship behavior, and turnover intention) are related. In other words, correlational design is used in this study to determine the kinds of relationships between research variables and to try to discover the existence of statistically significant relationships (Simon, 2005). This form of design pattern is most useful when research is dependent on quantitative data and when the researcher is interested in examining relationships between variables (Howell, 2008). 
Moreover, the current study chose a cross-sectional research design which provided a snapshot of variables. Data were collected from research participants at one particular point in time rather than adopting a longitudinal research method, which needs more resources in finance and time (Churchill, 1999).  This design is normally selected to represent the population of the study (Churchill, 1999).  It also has an advantage in that the instruments measure present behaviors and attitudes in a short period of time (Creswell, 2009).
Saunders, Lewis, and Thornhill (2009) clarified that the choice of research strategy is guided by research objectives and research questions. Accordingly, the current study used the survey method as a research strategy. It is a practical means of collecting information about a population by obtaining information from a representative selection of units (Punch, 2003).
As commonly recognized, the survey method is a major data collection method for non- experimental and cross-sectional research (Easterby- Smith, Thorpe, & Jackson, 2012; Robson, 2002). In addition, it is a popular strategy in management and business research, usually associated with the deductive approach (Saunders et al., 2009). Also, it has been suggested that it is a primary data source for quantitative research, as researchers can collect large amounts of data from a large population at low cost (Saunders et al., 2009; Graziano & Raulin, 2010). Therefore, this research is employs a survey strategy.
There are three ways of collecting information from respondents through a survey method: self-administered, which allows the participants to fill out the questionnaire themselves, computer- administered, and person administered (Burns & Bush, 2000). In this study, a self-administrated questionnaire was used. The decision to use a self-administrated survey as a data collection method was based on its advantages, such as reduced cost (i.e., minimal amount of time required to create), it can be completed by respondents without intervention of the researchers (interviewer-evaluation apprehension), respondent control (Burns & Bush, 2000), it has a higher response rate than any other method (Kaplowitz, Hadlock, & Levine, 2004), as well as its ability to provide a high level of   anonymity. 
The purpose of this study is to determine what type of organizational justice is needed to implement an effective strategy for retaining healthcare employees by reducing turnover intention and promoting organizational citizenship behavior in the public healthcare sector in the United Arab Emirates.  This research tests the interactional justice, procedural justice, and distributive justice relationship with employees' organizational citizenship behavior and turnover intention in public healthcare sector. Therefore, the target population of this research is public healthcare employees in the UAE. 
This research adopted two steps sampling procedure. The first step was choosing public hospitals, whereas the second step was selection of participants.  The sample of three hospitals was chosen from government hospitals located in the Abu Dhabi Emirate, UAE. The researcher chose to access these public hospitals rather than other public hospitals in the same emirate or in other emirates because they were considered the largest hospitals in the UAE and the Abu Dhabi Emirate in particular. Also, the location of these hospitals allowed the researcher to reduce research time, cost, and effort. Moreover, these hospitals were chosen due to the accessibility of data; gathering data from UAE hospitals is an extremely sensitive issue and it is especially difficult for a doctoral student to get permission to do so (El-Amouri, 2010). 
[bookmark: _Toc399884745]Research Sample
A research sample is defined by Bryman and Bell (2011) as "the segment of the population that is selected for investigation" (p. 182). The sections below describe the samples of this study.
As mentioned in the introductory chapter, this research examined the public health care sector in the UAE, especially the Abu Dhabi Emirate. The objective of the present research was to bridge the current gap that exists, especially in the UAE and Arab countries, regarding the understanding of organizational justice, organizational citizenship behavior, and turnover intention. The nature of the links and significance level between these variables are unknown in the public health care sector in the UAE. Therefore, this study was conducted to examine this relationship in this setting.
This study selected a public health care sector rather than a private sector or public healthcare sector in other UAE emirates for several reasons. For instance, the UAE government invested billions of funds in this sector. Furthermore, one of the main objectives of the Abu Dhabi government is to reduce its dependence on oil exports through promoting diversification and targeting growth areas, such as healthcare (Abu Dhabi Council for Economic Development [ADCED], 2008). Moreover, the decision to limit the sample to the specified setting was related to accessibility and financial constraints; a researcher has a timeline set by the university, therefore, such a restriction does not allow sampling of larger populations from other emirates.
[bookmark: _Toc399884746]Targeted Population and Targeted Sample
There are a total number of 40 public hospitals in the UAE (United Arab Emirates Ministry of Health, 2004, as cited by Younies et al., 2008) and 12 public hospitals in the Abu Dhabi Emirate.  It was difficult for the researcher to conduct a survey of the whole of the UAE public healthcare sector because of limited resources, such as time constraints and costs. For the above reasons, the researcher randomly selected 500 respondents (employees who work in the public healthcare sector) out of the total population of employees in public healthcare to represent the whole population. 
The estimated total population of employees in the public healthcare sector is approximately 16,000 employees (as cited in Younies et al., 2008 study).  According to the Krejcie and Morgan's (1970) table of sample size (see Appendix A), the researcher needed to select 377 respondents as a sample size in order to conduct this study. While a total minimum sample of 377 was required, the researcher increased the sample size from 377 to 500 to allow for insufficient or incomplete response data (Podsakoff, MacKenzie, Jeong-Yeon, & Podsakoff, 2003).
[bookmark: _Toc399884747]Sample size
The fourteen hypotheses that are presented in chapter three were tested using data gathered through a questionnaire survey from employees who worked in three different public hospitals in Abu Dhabi Emirate over a period from July to September 2013. These employees worked in different job categories, ranging from being nurses, doctors, technicians, pharmacists, administrators, etc. In order to get responses for the research questions, a total of 500 employees from public hospitals in Abu Dhabi-UAE were selected randomly. Only 456 questionnaires were returned, of which 448 were completed and included in the final analysis (the response rate was 89.6%). The employees were administered a questionnaire which contained four pages to measure distributive justice, procedural and interactional justice, organizational citizenship behavior, and turnover intentions as uni-dimensions.
[bookmark: _Toc399884748]Research Instrument
The instrument used in this study was a self- administrated structured English questionnaire using the "drop off" method. In this method, the researcher approaches a prospective respondent and introduces the general objectives of the questionnaire and then leaves it with the respondent to complete. The researcher then returns to pick up the completed questionnaire. The advantages of this method are that it allows the researcher to encourage the respondent to complete the questionnaire and therefore there is a higher response rate. 
The questionnaire was designed to measure public healthcare employee perceptions of organizational justice (interactional, procedural, and distributive justice), their intention to leave, and their citizenship behavior. Attention was given to the questionnaire’s design process in order to ascertain clarity and ease of use, which in turn can contribute to a high response rate (VanGeest, Johnson, & Welch, 2007).  To yield as high a response rate as possible, the questionnaire survey was designed to be short and took approximately 15 minutes to complete. 
The instrument used a five-point Likert-type scale (in order to reduce the response bias) ranging from 1 (strongly disagree) to 5 (strongly agree) to measure the items of the research constructs. It contained 34 questions and respondents were asked to indicate their degree of agreement or disagreement with each of the series of statements. 
The questionnaire contained four sections: the first section measured organizational justice dimensions. It was composed of three sub sections: distributive justice included 5 items (starting from number 1 to 5); procedural justice included 6 items (starting from number 6 to 11); and interactional justice included 9 items (starting from number 12 to 20). The second section measured organizational citizenship behaviors and included 3 items. The third section measured turnover intention and included 3 items. The last section was demographics information, which was included to measure demographic variables, including 8 items:  gender, age, nationality, educational level, length of service in the hospital, length of service in the current position, managerial level, and job category). The details of the research instrument’s components are presented below and summarized in Table 2. Furthermore, the full questionnaire survey items of this study are listed in Appendix C.
[bookmark: _Toc399884749]Pilot Study
The pilot test is a research pre-testing questionnaire where the questionnaire is tested by a minor sample that reflects the main study. The objective of using a pilot test is to identify unexpected problems like wording and flow of questions. In this research, the researcher began with a pre-pilot stage, where the instrument was reviewed by three academicians, two of them from Abu Dhabi University and one from another university, who have experience in research, in order to get feedback about the instrument and the items. Based on the academicians' feedback, some ambiguous items were modified. In the second stage, the pilot study was conducted. There were 96 questionnaires distributed randomly to respondents who work in one of the public hospitals located in the Abu Dhabi Emirate (n=96 from healthcare employees). 
The draft questionnaires were collected from the respondents and the researcher received feedback from the respondents related to the difficulty of understanding one of demographic items, which was "managerial level" (Under this item the options were: top management, middle management, lower management, non-managerial). Therefore, the researcher changed the wording of this item to "job position". The options under this item were manager, supervisor, and employee. Upon collection of the minor sample questionnaire, Statistical Package Social Science (SPSS) was used to test the reliability and validity of the questionnaire. The results of the pilot test showed (See Table 1) the reliability of distributive justice, procedural justice, international justice, organizational citizenship behavior, and turnover intention were 0.796, 0.917, 0.934, 0.718 and 0.917, respectively. Therefore, these results indicated a high level of reliability and construct validity and no significant change was necessary.
Table 1:  Pilot Test Result
	
	Variables
	No. of Items
	Cronbach's Alpha

	Independent variables
	Interactional Justice
	9
	0.934

	
	Procedural Justice
	6
	0.917

	
	Distributive Justice
	5
	0.796

	Dependent variables

	Organizational Citizenship Behavior
	3
	0.718

	
	Turnover Intention
	3
	0.917



[bookmark: _Toc399884750]Measurement Scale
The research instrument that was used for this research was combined from three separate survey instruments. The researcher was obtained written permission (via electronic email) from the instruments' authors to use their survey instruments for this research (see Appendix D). The construct items of this research were measured as follows and are summarized in Table 2. 
Interactional Justice Measure:  Interactional justice was measured using a nine-item scale developed by Niehoff and Moorman (1993). This scale was used to measure perceived fairness of treatment that an employee receives from his/ her supervisor in terms of explaining decisions and imparting the information with compassion and respect. Example items were: "when decisions are made about my job, my manager treats me with kindness and consideration," "my manager explains very clearly the decisions made about my job," "my manager offers adequate justifications for decisions made about my job," and "when decisions are made about my job, my manager shows concern for my rights as an employee." The nine items were averaged to form our measures of interactional justice (M = 3.46, SD = 0.93, α = 0.96).
Distributive Justice Measure: This was measured using a five-item scale developed by Niehoff and Moorman (1993). This scale was used to measure perceived fairness of work outcomes regarding workload, pay, and task responsibilities. Sample items were: "my work schedule is fair," "I think that my level of pay is fair," "I consider my work load to be quite fair," and "I feel that my job responsibilities are fair." The five items were averaged to form our measures of distributive justice (M = 3.15, SD = 0.81, α = 0.80).
Procedural Justice Measure: This construct was measured with a six-item scale developed by Niehoff and Moorman (1993). This scale was used to measure the degree of fairness in the formal and informal procedures applied by the supervisor and manager. Example items were: " job decision are made by the manager in an unbiased manner," "all job decisions are applied consistently across all affected employees," “employees are allowed to challenge or appeal job decisions made by the manager, “ and " to make job decisions, my manager collects accurate and complete information." The six items were used to measure procedural justice (M = 3.26, SD = 0.91, α = 0.91).
Organization Citizenship Behavior Measure: The OCB scale is an instrument designed to measure the organization citizenship behavior variable. This instrument was measured with the three-item scale developed by Chen, Hui, and Sego (1998). Three item scales are described and categorized as one dimension.  Respondents were asked to indicate their agreement on each item using a five- point Likert scale (ranging from 1 - strongly disagree to 5 - strongly agree). A high total score indicates employees’ high level of positive citizenship behavior. The three items were:" this employee helps orient new employees even though it is  not part of his/ her responsibility," " this employee is always ready to give a helping hand to those around him or her," and " this employee willingly offers to help others who have work- related problems." The various items were averaged to form our measures of organization citizenship behavior (M = 3.88, SD = 0.80, α = 0.86).
Turnover Intention Measure: This construct was measured using a three-item scale developed by Cammann et al. (1979).  These items were selected because of the strong reliability found by Hassan and Hashim (2011) when used to measure turnover intention (Cronbach's Alpha = 0.86). The scale measured the degree to which the participants intend to quit their work. The three items on this scale were: "I will probably look for a new job in the next year,” "I will likely actively look for a new job in the next year," and "I often think about quitting." The various items were averaged to form our measures of turnover intention (M = 3.03, SD = 1.22, α = 0.91).
Demographic Variables: Previous studies have identified numerous demographic variables as correlates of turnover (Tourangeau &Cranley, 2006) and OCB (Lovel, Aston, Mason, & Davidson, 1999). Therefore, a series of single statement items was used to assess the respondents’ demographics, such as: gender, age, nationality, educational level, and length of service in the hospital, length of service in the current position, managerial level, and job category. In order to control at least to some extent their impacts, this study used gender and nationality as control variables to avoid potential confounding effects on study dependent variables.	
Table 2: Study Variables and Instruments
	Variable
	Authors
	Items
	Cronbach's Alpha

	Interactional justice (D.V)
	Niehoff & Moorman (1993)
	9
	0.96

	Procedural justice (M.V)
	Niehoff & Moorman (1993)
	6
	0.80

	Distributive justice (M.V)
	Niehoff & Moorman (1993)
	5
	0.91

	OCB (D.V)
	Chen, Hui, & Sego (1998)
	3
	0.86

	Turnover intention (D.V)
	Cammann et al. (1979)
	3
	0.91


Note: DV= independent variable, DV= dependent variable, MV= mediator variable.
[bookmark: _Toc399884751]Method of Analysis 
The data collected for this research was analyzed using the Statistical Package for the Social Sciences (SPSS, Version 18.0). Selecting the appropriate statistical method is an important decision in achieving research objectives. Therefore, preliminary analysis was conducted. All data were screened for missing values, which was handled in two ways. First, cases that had a significant amount of missing values were eliminated. Second, cases with rare missing values were replaced by items' mean score (Kline, 1998, p.74-75). Moreover, the data set was screened for any errors. 
In this study, the data was analyzed to assess the main hypothesis of the relationship between organizational justice (interactional, procedural, and distributive justice), organizational citizenship behavior, and turnover intention. Multiple techniques were used to explore data that qualifies relationships among variables, such as descriptive analysis, exploratory factor analysis, Pearson correlation analysis, and hierarchal regression analysis, statistical procedures suggested by Baron and Kenny (1986). 
Descriptive analysis was used to summarize the nature of the research variables. It presents descriptive information like means, frequency, and standard deviations (Choen & Manion, 1994). Exploratory factor analysis was conducted to confirm the dimensionality of the measure that was administrated. It was conducted on all 26 items using principal component extraction. 
A Pearson correlation analysis was used to measure the nature and the degree of association between five constructs of this research. This technique is useful in advanced multivariate analysis procedures, such as hierarchical regressions, which are used in this study. In this study, it was proposed that the relationship between organizational justice dimensions would be positively associated with OCB and negatively with TI.
In order to test hypotheses 1, 2, 3, 5,6,7,10,11, and 12, a regression analysis was executed (direct relationship). In this regression, the dependent variable and the independent variable were entered. In which, the control variables of gender and employees nationality were entered first and then, the independent variable was entered.
Separate analyses were executed for hypotheses 4, 8, 9, 13, and 14, in order to test the mediation role by using hierarchical regression analysis statistical procedures suggested by Baron and Kenny (1986). This model was chosen because of its popularity in mediation testing (Zhang, Zyphur, & Preacher, 2009).A series of separate hierarchical regression analysis was performed. In the first step, the control variables of gender and employees nationality were entered. In the second step, the independent variable was entered (interactional justice) and the third step involved entering the different mediators 
According to Baron and Kenny (1986), testing mediation includes three steps. First, the independent variable affects the dependent variable. Second, the independent variable affects the mediating variable. Third, the mediating variable affects the dependent variable. Finally, there is full mediation when the inclusion of the mediator variable into the second regression equation of the previous step completely eliminates the effects of the independent variable on the dependent variable and there is a significant relationship between the mediating variable and dependent variable. Partial mediation exists when the inclusion of the mediator reduces the effect of the independent variable on the dependent variable and there is a significant relationship between the mediating variable and the dependent variable.
[bookmark: _Toc399884752]Ethical Considerations and Process
As stated by Cooper and Schindler (2003), research should be designed such that respondents do not "suffer physical harm, discomfort, pain, embarrassment, or loss of privacy" (p. 112).  Therefore, the researcher took into account the importance of protecting the privacy and dignity of each employee who participated in this study and provided personal or valuable information by taking into consideration that the privacy and rights of all participants employees should be fully protected at all times.
The Abu Dhabi University Institutional Review Board (IRB) for the Protection of Human Subjects reviewed and approved the proposal of this study, including the research design, procedure, survey questionnaire, and the informed consent letter. Upon the Institutional Review Board’s (IRB) approval from Abu Dhabi University, the researcher began to contact targeted hospitals in order to get permission to conduct the research. Each of the selected hospital's Institutional Review Boards approved or exempted the research. Before an employee became a participant of this study, the employee was informed of the purposes of the study, as well as their right to abstain from participation in the research and to terminate participation at any time.
To ensure anonymity, the potential participants were asked not to put any data on the questionnaire that could identify the participants. An introductory letter and cover page (see Appendix B) was distributed to all potential participants with the questionnaire. It provided participants with relevant information about the questionnaire, the general purpose of the survey, provided information regarding the voluntary and confidentiality nature of the survey, the timeframe for completing the survey, as well as the researcher's contact information.  No hospitals’ or participants’ names could be identified and all data gathered from this study was kept and maintained anonymously and carefully. All the steps above helped the researcher avoid any potential ethical issues that could arise during the research process.
[bookmark: _Toc399884753]Conclusion
The present chapter shows the methodology, research design, and method followed by the researcher.  The researcher adopted quantitative research as a research methodology and chose a non-experimental, correlation, cross sectional research design as a framework for collection and analysis of data.  The research method used in this research was the survey method, which was appropriate for the research objective and suited the quantitative research and research design.  The chapter covered the technique used to collect the data. In addition samples, measures and analytical strategic tools were presented. 
In sum, the present chapter outlined the empirical research design used to examine the relationship between interactional justice, procedural justice, distributive justice, organizational citizenship behavior, and turnover intention in the UAE public healthcare sector. The research was based on cross sectional data, which were collected from the largest three public hospitals in the UAE (Abu Dhabi) through a self- administrated structured questionnaire. The questionnaire was distributed to public healthcare employees in three hospitals located in the Abu Dhabi Emirate. They were selected according to size, location, and accessibility for collecting data. The targeted sample size was 500 employees and the respondents' rate was 89%. Correlation analysis and hierarchical regression analysis were the major statistical techniques used to test the research hypotheses. 
[bookmark: _Toc399884754]Chapter 5: Results and Discussions 
The main goals of the analyses of the current research were to understand the relationship between the construct of interactional justice (IJ), procedural justice (PJ), and distributive justice (DJ) in the public healthcare context and to assess the influence of these constructs on organizational citizenship behavior and employee turnover intention.
The present chapter presents two sections; the first section consists of the empirical results and the second section discusses the research finding. The results section represents the results of the descriptive analysis (shows means and standard deviations of all questionnaire items), correlation analysis (determines the direction and strength between research variables), and hierarchical and linear regressions analysis (test research model). It determines if there are significant statistical corrections between interactional justice, procedural justice, distributive justice, organizational citizenship behavior, and turnover intention. 
In the discussion section, the research findings are examined in order to evaluate to what extent the findings answer the research questions.

[bookmark: _Toc399884755]Results
This section describes the findings of the quantitative data analysis which were analyzed using SPSS 18.0 for Windows. A self-administered questionnaire in English language including measures of interactional justice, procedural justice, distributive justice, organizational citizenship behavior, and turnover intention was used. A total of 500 healthcare employees were randomly selected from three different public hospitals in the UAE and surveyed in order to test the research hypotheses. Overall, 448 respondents completed the questionnaire (the remaining 9 had missing responses and 3 had missing demographic responses), for a response rate of 89.6 percent.
[bookmark: _Toc399884756]Descriptive Analysis Results
[bookmark: _Toc399884757]Respondents' demographic information
Table 3 shows the respondents' demographic information and profiles. With respect to the respondents' gender, 62.1 percent of the respondents were females while 37.9 percent were male. With respect to the respondents' age profile: 5.4 percent of the respondents were 25 years old or less, 46.2 percent were between 26 to 35 years old, 27.9 percent were between 36 to 45 years old, and 15.4 percent were between 46 to 55 years old. Table 3 also indicates that the respondents had lengthy experience in the public health care sector, as 22.1 percent had been with the hospitals for more than 10 years and 43.3 percent of the respondents had been with the hospitals for 1 to 5 years.
Table 3 further reveals that the vast majority of respondents were well educated: 44.6 percent of the respondents held bachelor's degrees and 22.8 of the respondents had a diploma or had attended a technical school. Regarding the respondents' position in the hospital, 9.3 percent of them were managers, 19 percent of them were supervisors, and the majority of them were employees (71.7 percent). Most of the respondents were expatriate (71 percent). The average respondent age was 2.6 (SD 0.97) (2 = 26-35 years; 3 = 36-45 years) and the respondents had been with the hospital an average of 2.6 years (SD = 0.88) (2 = 1-5 years; 3 = 6-10 years years) and had been in their present job 2.4 years (SD = .65) (2 = 1-5 years; 3 = 6-10 years years).
[bookmark: _Toc399884758]Employee Perceptions of Organizational Justice, OCB, and Turnover Intention
This section shows a descriptive analysis of public healthcare employee perceptions of interactional justice, procedural justice, distributive justice, OCB, and turnover intention. The five variables were measured on five-point Likert scale in which: 1= Strongly Disagree; 2= Disagree; 3= Neutral; 4= Agree; 5= Strongly Agree. The mean and standard deviations of each item are presented, as well as the overall score of each of the constructs.
Table 3: Demographic characteristic of respondents
	Demographics
	
	Frequency
	%

	Gender
	Male
	170
	37.9

	
	Female
	278
	62.1

	Age
	25 year or less
	24
	5.4

	
	26-35 years
	207
	46.2

	
	36 to 45 years
	125
	27.9

	
	46 to 55 years
	69
	15.4

	
	56 or more
	23
	5.1

	Nationality
	Emirate
	130
	29

	
	Non- Emirate
	318
	71

	Educational level
	High school or equivalent
	44
	9.8

	
	Diploma or technical school
	102
	22.8

	
	Bachelor's degree
	200
	44.6

	
	Master's degree
	77
	17.2

	
	Doctoral degree
	25
	5.6

	Years in current hospital
	Less than one year
	32
	7.1

	
	1-5 years
	194
	43.3

	
	6-10 years
	123
	27.5

	
	More than 10 years
	99
	22.1

	Years in current position
	Less than one year
	45
	10

	
	1-5 years
	232
	51.8

	
	6-10 years
	97
	21.7

	
	More than 10 years
	74
	16.5

	Job position
	Manager
	42
	9.3

	
	Supervisor
	85
	19

	
	Employee
	321
	71.7

	Job categories
	Nurses
	125
	28

	
	Doctors
	40
	9

	
	Technicians
	39
	8.7

	
	Pharmacists
	19
	4.2

	
	Administrators
	190
	42.3

	
	Other
	35
	7.8


Employees perception of distributive justice

Table 4 displays the responses of employee perceptions for five items of distributive justice. Table 4 shows that more than half of the respondent (61.6 %) agreed with statement one: “My work schedule is fair” (M= 3.65, S.D= 1.13). This was supported by the respondents’ agreement (42.6 %) with statement 3: “I consider my work load to be quite fair” (M=3.21, S.D=1.00).  Regarding statement two: “I think that my level of pay is fair” (M= 2.87, S.D= 1.13), the response was moderate. 40% of employees disagreed with statement four: “Overall, the rewards I receive are quite fair” (M= 2.73, S.D= 1.11). 
Furthermore, Table 4 shows that approximately half of the employees (48%) agree with statement five: “I feel that my job responsibilities are fair” (M= 3.29, S.D= 1.04).  The results indicate that respondents perceived their schedule, workload, and job responsibility to be fair. Furthermore, the findings show the importance of pay and rewards in relation to employee perception of distributive justice. 
From the above descriptive analysis, the study concludes that employees in the three public hospitals show a moderate level of agreement on distributive justice (M=3.15) (see Table 4). Therefore, this study recommends that hospital management makes more of an effort to enhance distributive justice in the workplace.
Table 4: Descriptive Statistics of Employee Perceptions of Distributive Justice
	Items
	Disagree
%
	Neutral
%
	Agree
%
	M
	S.D

	1. My work schedule is fair
	14.8
	23.7
	61.6
	3.65
	1.13

	2. I think that my level of pay is fair
	35.9
	32.4
	31.7
	2.87
	1.13

	3. I consider my work load to be quite fair
	20.7
	36.6
	42.6
	3.21
	1.00

	4. Overall, the rewards I receive are quite fair
	40.2
	33.5
	26.3
	2.73
	1.11

	5. I feel that my job responsibilities are fair
	20.5
	31.5
	48
	3.29
	1.04

	Overall score
	
	
	
	3.15
	0.81


Employees perception of procedural justice
This variable was measured by 6 items (6, 7, 8, 9, 10, and 11), which were included in the second sub section of organizational justice and are shown in Table 5. Accordingly, the responses in Table 5 shows that more than half of employees agreed with statement 8 that “To make job decisions, my manager collects accurate and complete information,” and statement 9, “My manager clarifies decisions and provides additional information when requested by employees” (52.9%, 53.1%), (M=3.41, 3.42), (S. D= 1.04, 1.10), respectively. 
The table also indicates that 44.4% agreed with statement 6 that “Job decisions are made by the general manager in an unbiased manner” (M= 3.24, S. D= 1.15) and 48.7% agreed with statement 7 (M= 3.29, S. D= 1.15). The overall mean score of procedural justice, shown in table 5 is 3.26, which means only somewhat moderate (M= 3.15). Therefore, this study suggests that hospital management needs to take into account the important role of procedural justice in the workplace.
Table 5 Descriptive Statistics of Employee Perceptions of Procedural Justice
	Items
	Disagree%
	Neutral%
	Agree%
	M
	S.D

	6. Job decisions are made by the general manager in an unbiased manner
	25.3
	30.4
	44.4
	3.24
	1.15

	7.My manager makes sure that all employee concerns are heard before job decisions are made
	25.9
	25.4
	48.7
	3.29
	1.15

	8.To make job decisions, my manager collects accurate and complete information
	19
	27.9
	53.1
	3.41
	1.04

	9.My manager clarifies decisions and provides additional information when requested by employees
	21.7
	25.4
	52.9
	3.42
	1.10

	10. All job decisions are applied consistently across all affected employees
	26.8
	32.1
	41.1
	3.13
	1.08

	11. Employees are allowed to challenge or appeal job decisions made by the general manager
	27.2
	37.1
	35.7
	3.06
	1.07

	Overall score
	
	
	
	3.26
	0.91


Employees perception of interactional justice

Table 6 presents nine items that measure the interactional justice variable (item numbers12, 13, 14, 15, 16,17,18,19, and 20). It indicates that 67.7% of the respondents agree with statement 16 that “When decisions are made about my job, my manager shows concerns for my rights as an employee” (M= 3.40, S. D= 1.11). Somewhat interestingly, all items that measure interactional justice show that 64.5% to 67.7 % of employees agree with all items and overall mean score is 3.46. This means more than half of employees positively perceive interactional justice, only slightly above the "moderate level."
Table 6 Descriptive Statistics of Employee Perceptions of Interactional Justice

	Items
	Disagree
%
	Neutral
%
	Agree
%
	M
	S.D

	12. When decisions are made about my job, my manager treats me with kindness and consideration
	13.8
	27.0
	64.5
	3.57
	1.05

	13. When decisions are made about my job, the manager treats me with respect and dignity
	18.1
	26.8
	65.7
	3.63
	1.06

	14. When decisions are made about my job, my manager is sensitive to my personal needs
	16.7
	30.4
	64.5
	3.43
	1.09

	15. When decisions are made about my job, my manager deals with me in a truthful manner
	19.2
	27.0
	64.9
	3.53
	1.08

	16. When decisions are made about my job, my manager shows concern for my rights as an employee
	18.6
	30.1
	67.7
	3.40
	1.11

	17. When decisions are made about my job, my manager discusses the implications of the decisions with me
	19.5
	30.6
	67.5
	3.40
	1.07

	18.My manager offers adequate justifications for decisions made about my job
	19.7
	30.4
	66.6
	3.37
	1.09

	19.When  making decisions about my job, my manager offers explanations that make sense to me
	18.9
	30.4
	65.9
	3.38
	1.08

	20. My manager explains very clearly the decisions made about my job
	13.8
	28.6
	64.5
	3.43
	1.08

	Overall score
	
	
	
	3.46
	0.93


Organizational citizenship behaviors
Table 7 shows that more than half of the respondents (64.7%) agreed with statement 1 that “This employee helps orient new employees even though it is not part of his/her responsibility” (M= 3.76, S. D= .93). Given the importance of employee cooperation in the workplace, Table 7 indicates that 73.5% of the respondents agreed with statement 2 that “This employee is always ready to give a helping hand to those around him or her” (M= 3.98, S. D= .89), while few respondents (4.9%) disagreed with this statement. As presented in the table below, the employees agreed with item 3 that “This employee willingly offers to help others who have work-related problems” (M= 3.92, S. D= .90). By looking at the overall mean score of organizational citizenship behavior, Table 7 shows that it is barely at the "high level of agreement on organizational citizenship behavior" (M= 3.88, S. D= .80). 
Given the emphasis placed on organizational citizenship behavior, it was interesting to see these results. One possible explanation for this may be related to the self-report measurement of OCB variables, which was measured from the employees' perspective rather than from the supervisors' perspective. According to the descriptive statistic above, the results suggests that healthcare employees have to some extent high levels of OCB.

Table 7 Descriptive Statistics of Organizational Citizenship Behavior

	Items
	Disagree%
	Neutral%
	Agree%
	M
	S.D

	1. This employee helps orient new employees even though it is not part of his/her responsibility
	7.4
	27.9
	64.7
	3.76
	.93

	2. This employee is always ready to give a helping hand to those around him or her
	4.9
	21.7
	73.5
	3.98
	.89

	3. This employee willingly offers to help others who have work-related problems
	5.8
	22.3
	71.9
	3.92
	.90

	Overall score
	
	
	
	3.88
	0.8


Employees turnover intention

Turnover intention was measured by three items that are illustrated in Table 8. The results show that 39.5% of employees agreed with statement 1 that “I will probably look for a new job in the next year” (M= 3.15, S. D= 1.32). Moreover, 34.6% of employees agreed with item 2 that “I will likely actively look for a new job in the next year” (M= 3.05, S. D= 1.32). The last item in the table indicates that 33.9 % of employees agreed with statement 3 that “I often think about quitting.” The overall mean score of turnover intention measurement is 3.03. 
	These results point out that the healthcare employees in the three hospitals have a moderate level of intention to leave their hospitals. Based on these results, healthcare management should take into consideration adopting and implementing a strategy that could assist them to maintain and retain their employees, such as promoting organizational fairness.

Table 8: Descriptive Statistics of Employee Turnover Intention
	Items
	Disagree %
	Neutral
%
	Agree
%
	M
	S.D

	1.I will probably look for a new job in the next year
	30.1
	30.4
	39.5
	3.15
	1.32

	2. I will likely actively look for a new job in the next year
	34.6
	30.8
	34.6
	3.05
	1.32

	3. I often think about quitting
	38.4
	27.7
	33.9
	2.92
	1.35

	Overall score
	
	
	
	3.03
	1.22


[bookmark: _Toc399884759]Reliability and Validity Analysis
Two characteristics of good measurement tools are reliability and validity. Sekaran (2000) mentioned that reliability refers to the extent to which the measure is not biased and therefore offers consistent measurement across the various items in the instrument. In other words, the degree to which measures are free from error, and items are free from error. It is assumed that items measuring the same thing will be highly correlated (Welch & Comer, 1988).
Exploratory factor analysis was performed for each scale separately, because the scales were submitted to a new sample. As indicated in Table 9 principal factor with varimax rotation was used to demonstrate the factor structure for each variable. To estimate reliability for scales, the coefﬁcient alpha was used. The exploratory factor analysis for interactional, procedural, distributive justice, organizational citizenship behavior, and turnover intention revealed a one-factor structure for each one. Moreover, mean values and standard deviations (SD) for every variable were calculated and a correlation matrix of all variables used in the research was created. 
Cronbach's alpha is often considered to be the most commonly used reliability test for determining reliability estimates for multi-item scales at the interval level of measurement (Cooper & Schindler, 2003). The Cronbach's alpha coefficient was used in this study with SPSS Version 18 in order to tested reliability of the internal consistency. The results show that alpha reliability for interactional justice was 0.96, for procedural justice 0.91, for distributive justice 0.80, for organizational citizenship behavior 0.86, and for turnover intention 0.91. 
The rule of thumb suggested by George and Mallery (2003) for evaluating alpha coefficients is described as follows: alpha coefficients, > .9 excellent, > .8 good, > .7 acceptable, > .6 questionable, > .5 poor, < .5 unacceptable. The required result of reliability should be 0.70 or higher.  The closer value of Cronbach's alpha to 1.0 indicates a good internal consistency of the items in the scale. The results in this study show that all items have a high level of alpha coefficients, which indicates good internal consistency of all scale items.
After conducting the preliminary stage of reliability, the second stage, the validity test, was done. Cooper and Schindler (2003) define validity as the extent to which a test measures what we actually want to measure.  In order to test the validity and determine the dimensionality of a scale, factor analysis with SPSS was used. The purpose of using this method was its usefulness in data reduction and to identify a small number of factors that explain most of the variance. A primary aim of factor analysis is to define the underlying structure in a data matrix (Hair, Black, Babin, & Anderson, 2010).
Factor analysis was used with varimax rotation for each variable. The results showed that factor loadings of items varied from 0.68 to 0.95 and each variable item had more than 50% of variance (varied from 56.38% to 84.97%), which means that the items measured what the study wanted to measure. Eigenvalue for all items was more than 1. Eigenvalues "can be thought of as quantitative assessment of how much a component represents the data. The higher the eigenvalue of a component, the more representative it is of the data" (Genç, 2012, p.35).
[bookmark: _Toc399884760]Correlation Analysis
Means, standard deviations, and inter-correlations between variables are presented in Table 10. As shown, the three dimensions of organizational justice are correlated positively as estimated (all significant at p < 0.001). This indications a high level of systematic variance and discriminate validity. Furthermore, these dimensions have significant relationships with both organizational citizenship behavior and turnover intention. Distributive, procedural, and interactional justice have positive relationships with organizational citizenship behavior (r = 0.28, 0.38, 0.37), respectively, all p < 0.001), and negative relationship between distributive (r = - 0.42, p < 0.001), interactional justice (r = -0.37, p < 0.001), and procedural justice(r = - 0.40, p < 0.01) with turnover intention.
These results support the study’s hypotheses and are in a direction consistent with previous theory and studies mentioned earlier in the literature.
[bookmark: _Toc399884761]Testing the Relationship between Organizational Justice Dimensions
In order to test hypotheses 1, 2, 3, that show the direct relationship between interactional justice, procedural justice, and distributive justice, linear regression (simple regression) was used in three steps. First, to examine the direct relationship between interactional justice and procedural justice, procedural justice was entered as a dependent and interactional justice variable as an independent variable. Second, to examine the direct relationship between interactional justice and distributive justice, distributive justice was entered as a dependent and interactional justice variable as an independent variable.
Third, to test the direct association between procedural justice and distributive justice, distributive justice was entered first as a dependent, while procedural justice variable was entered as an independent variable. In terms of linear effects, hierarchical regression analysis

 
Table 9: Exploratory Factor Analysis and reliability Results
	Cronbach
	Percentage of variance
	Eigenvalue
	Factor loading
	Items
	Factors

	0.80
	56.38
	2.82
	0.70
	1
	Distributive Justice

	
	
	
	0.68
	2
	

	
	
	
	0.79
	3
	

	
	
	
	0.77
	4
	

	
	
	
	0.80
	5
	

	0.91
	69.35
	4.16
	0.78
	1
	Procedural Justice

	
	
	
	0.89
	2
	

	
	
	
	0.87
	3
	

	
	
	
	0.86
	4
	

	
	
	
	0.79
	5
	

	
	
	
	0.81
	6
	

	0.96
	74.41


	6.70
	0.87
	1
	Interactional Justice

	
	
	
	0.81
	2
	

	
	
	
	0.80
	3
	

	
	
	
	0.88
	4
	

	
	
	
	0.90
	5
	

	
	
	
	0.88
	6
	

	
	
	
	0.89
	7
	

	
	
	
	0.88
	8
	

	
	
	
	0.87
	9
	

	0.86
	78.67
	2.36
	0.92
	1
	OCB

	
	
	
	0.91
	2
	

	
	
	
	0.82
	3
	

	0.91
	84.97
	2.55
	0.95
	1
	Turnover Intention

	
	
	
	0.95
	2
	

	
	
	
	0.86
	3
	




Table 10: Means, Standard Deviations and Inter-correlations among Variables
	
	M
	S.D.
	1
	2
	3
	4
	5
	6
	7

	1
	3.15
	0.81
	1
	
	
	
	
	
	

	2
	3.26
	0.91
	0.60***
	1
	
	
	
	
	

	3
	3.46
	0.93
	0.53***
	0.85***
	1
	
	
	
	

	4
	3.88
	0.80
	0.28***
	0.38***
	0.37***
	1
	
	
	

	5
	3.03
	1.22
	-0.42***
	-0.40**
	-0.37***
	-0.16***
	1
	
	

	6
	1.62
	0.49
	0.14**
	0.13**
	0.10*
	0.05
	-0.30**
	1
	

	7
	1.71
	0.45
	-0.04
	-0.02
	0.02
	0.01
	-0.07
	0.64
	1



Notes: * P< .05,  ** P< .01, *** P< .001, all two-tailed tests, 1 (Distributive Justice), 2 (Procedural Justice), 3 (Interactional Justice), 4 (OCB), 5 (Turnover Intention), 6 (Nationality), 7 (Gender)
indicated that interactional justice successfully predicted procedural and distributive justice. It explained an average of 38 percent and 72 percent of the variance in procedural justice and distributive justice, respectively. Interactional justice had significant functional influence on procedural justice (B = 0.85, P<.001) and distributive justice (B = 0.53, P<.001). Also, the results showed that procedural justice had significant functional influence on distributive justice (B = 0.60, P<.001).  
The findings of the study are aligned with the previous findings between interactional and procedural justice (Wang et al., 2010), interactional justice and distributive justice (Cohen-Charash & Spector, 2001), and procedural justice and distributive justice (Abu Elanain, 2010 a). Thus, hypotheses 1, 2, and 3 were accepted.
[bookmark: _Toc399884762]Testing the Relationship between Organizational Justice Dimensions, OCB and TI
Hierarchical regression analyses were performed to test H5, H6, H7, H10, H11, and H12. The results from the hierarchical regression analysis showed that the three organizational justice dimensions successfully predicted organizational citizenship behavior and turnover intention. Interactional and procedural justice explained an average of 0.15 percent, interactional and distributive justice explained an average of 0.15 percent of the variance in OCB, respectively (see Tables 12 and 13). Interactional, procedural, and distributive justice proceeded to enhance OCB significantly (B = 0.37, P<.001 B = 0.38, P<.001 B = 0.28, P<.001). In contrast, interactional justice, procedural, and distributive justice (B = - 0.34, P<.001 B = - 0.40, P<.01 B = - 0.42, P<.001) had significant functional effects by reducing turnover intention. Interactional and procedural justice explained an average of 0.24 percent and interactional and distributive justice explained an average of 0.20 percent of the variance in turnover intention, respectively. Thus, hypotheses 5, 6, 7, 10, 11, and 12 were supported.
The results of the study are aligned with the previous findings between organizational justice and OCB (Abu Elanain, 2010; Al-Hyasat et al., 2013; Chegini, 2009; Williams et al., 2002; Young, 2010) and organizational justice and turnover intention (Abu Elanain, 2010a; Alexander & Ruderman, 1987; Hassan & Hashim, 2011; Loi et al., 2006; Ponnu & Chuah, 2010).
[bookmark: _Toc399884763] Testing the Mediating Effects of Procedural Justice and Distributive Justice 
The role of procedural justice as a mediator variable in interactional organizational citizenship behavior, and interactional justice- turnover intention relationships was tested using a statistical procedure suggested by Baron and Kenny (1986). The regression analyses to test for mediation effect of procedural justice are shown in Table 11. As can be seen in Table 11, interactional justice explanation was significantly and positively related to procedural justice (B = 0.85, P<.001), thus providing support for the first condition (there is a significant relationship between the independent and mediator variables). Also, interactional justice explanation was significantly and positively related to distributive justice and OCB, respectively, (B = 0.53, P<.001; B = 0.37, P<.001) and significantly and negatively related to turnover intention (B = - 0.34, P<.001). This result provided support for the second condition (there is a significant relationship between independent and dependent variables).
The results also indicated that procedural justice had a significant positive relationship with OCB (B = 0.38, P<.001) and when procedural justice was included with the interactional justice-OCB regression model, regression coefficient of interactional justice and OCB was reduced from 0.37, P<.001 to .18, P<.05. This demonstrated that procedural justice partially mediated the relationship between interactional justice and OCB. Similarly, procedural justice had a significant positive relationship with distributive justice (B = 0.60, P<.001) and when procedural justice was included with the interactional–distributive justice regression model, procedural justice had a significant positive relationship with distributive justice (B = 0.51, P<.001) and the effect of interactional justice became insignificant (B= .10). This demonstrated that procedural justice fully mediates the relationship between interactional justice and distributive justice. Moreover, when procedural justice was included with the interactional justice- turnover intention relationship, the results showed that procedural justice remained significantly related to turnover intention (B = - 0.33, P<.001 ) , but interactional justice was no longer a significant predictor of turnover intention (B = - 0.09). Thus, the study hypotheses, H4 and H13, were fully supported and H8 partially supported.
The regression analyses to test for mediation effect of distributive justice are presented in Table 12. The results showed that interactional justice explanation was significantly and positively related to distributive justice (B = 0. 53, P<.001), thus providing support for the first condition. Also, interactional justice explanation was significantly and positively related to distributive justice and OCB, respectively, (B = 0.53, P<.001; B = 0.37, P<.001) and significantly and negatively related to turnover intention (B = - 0.34, P<.001), which also supports the second and the third condition.
Furthermore, distributive justice had a significant positive relationship with OCB (B = 0.28, P<.001) and when it was included with the interactional justice-OCB regression model, the regression coefficients of interactional justice and OCB were reduced from .37, P<.001 to .31, P<.001. This demonstrated that distributive justice partially mediates the relationship between interactional justice and OCB. The results also show that distributive justice partially mediates the relationship between interactional justice and turnover intention, where distributive justice remains significantly related to turnover intention, and  interactional justice effects  are reduced from  -0.34 P<.001 to  -0.18 P <.001.Thus, the study hypotheses, H9 and H14, were partially  supported.
Table 11:  Results for Hierarchical Regression Testing the Mediating Effect of Procedural Justice
	
	Criterion variables

	Predictors
	Procedural Justice
	Distributive Justice
	Distributive Justice
	OCB
	OCB
	Turnover intention
	Turnover intention

	Step 1 
	
	
	
	
	
	
	

	Nationality
	
	
	0.14**
	
	0.05
	
	-0.31***

	Gender
	
	
	-0.03
	
	0.01
	
	-0.09*

	R2
	
	
	0.02
	
	0.01
	
	0.10

	Step 2
	
	
	
	
	
	
	

	Nationality
	
	
	0.08*
	
	0.02
	
	-0.28***

	Gender
	
	
	-0.05
	
	-0.01
	
	-0.08

	Procedural Justice
	
	0.60***
	
	0.38***
	
	-0.40**
	

	Interactional Justice  
	0.85***
	
	0.53***
	
	0.37***
	
	-0.34***

	R2
	0.72
	0.37
	0.30
	0.14
	0.14
	0.16
	0.21

	 R2
	
	
	0.28
	
	0.13
	
	0.11

	F for  R2 (Step 1 & 2)
	
	
	179.00***
	
	69.25***
	
	63.09***

	Step 3
	
	
	
	
	
	
	

	Nationality
	
	
	0.059
	
	0.01
	
	-0.26***

	Gender
	
	
	-0.03
	
	0.01
	
	-0.08*

	Procedural Justice
	
	
	0.51***
	
	0.22**
	
	-0.33***

	Interactional Justice  
	
	
	0.10
	
	0.18*
	
	-0.09

	R2
	
	
	0.37
	
	0.15
	
	0.24

	 R2
	
	
	0.07
	
	0.01
	
	0.03

	F for  R2 (Step 2& 3)
	
	
	49.80***
	
	6.90**
	
	13.80***


	

Notes: * P< .05, ** P< .01, *** P< .001 (standardized regression coefficients are reported) N = 448
Table 12:  Results for Hierarchical Regression Testing the Mediating Effect of Distributive Justice

	
	Criterion variables

	Predictors
	Distributive Justice
	OCB
	OCB
	Turnover intention
	Turnover intention

	Step 1 
	
	
	
	
	

	Nationality
	
	
	0.05
	
	-0.31***

	Gender
	
	
	0.01
	
	-0.09*

	R2
	
	
	0.01
	
	0.10

	Step 2
	
	
	
	
	

	Nationality
	0.08*
	
	0.02
	
	-0.28***

	Gender
	-0.05
	
	-0.01
	
	-0.08

	Distributive Justice
	
	0.28***
	
	-0.42***
	

	Interactional Justice  
	0.53***
	
	0.37***
	
	-0.34***

	R2
	0.72
	0.08
	0.14
	0.18
	0.21 

	 R2
	
	
	0.13
	
	0.11

	F for  R2 (Step 1 & 2)
	
	
	69.250***
	
	63.09***

	Step 3
	
	
	
	
	

	Nationality
	
	
	0.01
	
	-0.25***

	Gender
	
	
	0.01
	
	-0.09*

	Distributive Justice
	
	
	0.11*
	
	-0.29***

	Interactional Justice  
	
	
	0.31***
	
	-0.18*** 

	R2
	
	
	0.15
	
	0.27

	 R2
	
	
	0.01
	
	0.06

	F for  R2
 (Step 1 & 2)
	
	
	4.28*
	
	35.35***




Notes: * P< .05, ** P< .01, *** P< .001 (standardized regression coefficients are reported); N = 448
[bookmark: _Toc399884764]Discussion 
The current study focused on exploring the impact of procedural and distributive justice as mediators of the relationships between interactional justice and work related variables. Few studies focus on investigating these relationships in a non-western context, especially in the UAE. Therefore, the goal of this study was to address these gaps by conducting this research in an important sector of the UAE; the healthcare sector. This research is one of the first empirical studies of its kind to demonstrate the role of procedural and distributive justice as mediators between interactional justice and employee work attitudes and behaviors in the UAE.
The current study showed that the overall organizational justice perception (interactional, procedural and distributive justice) is positively and signiﬁcantly related to organizational citizenship behavior. Also, the results revealed that procedural justice is the strongest variable in predicting organizational citizenship behavior, followed by interactional justice and then distributive justice. These empirical results are in line with previous work that suggests procedural justice (Chiaburu & Lim, 2008; Chiaburu & Marinova, 2006; Cropanzano et al., 2002; Skarlicki & Folger, 1997) and interactional justice are potentially important determinants of organizational citizenship behavior (Coyle-Shapiro et al., 2004; Moorman, 1991; Moorman et al., 1993; Williams et al., 2002). One possible explanation for these findings is that employees who tend to display positive feelings towards organizational justice are likely to engage in more organizational citizenship behavior (e.g., when employees work harder, communicate with others in the workplace to increase individual and group performance, and obey their organizations’ rules), which in turn improves their organizational performance.  Also, the study results are consistent with prior studies that found a strong relationship between organizational justice and organizational citizenship behavior (Abu Elanain, 2010; Al-Hyasat, et al., 2013; Chegini, 2009; Williams et al., 2002; Young, 2010). 
Additionally, the study results are consistent with a number of other studies' results that showed negative relationship between organizational justice and turnover intention (Abu Elanain, 2010a; Alexander & Ruderman, 1987; Dailey & Kirk, 1992; Hassan & Hashim, 2011; Loi et al., 2006; Ponnu & Chuah, 2010). Moreover, the results indicated that organizational justice has both significant and negative impact on employee turnover intention in the healthcare sector. The study found that distributive justice is the strongest predictor of turnover intention followed by procedural justice and then interactional justice. These results are consistent with results of previous past studies (e.g., Hemdi & Nasurdin, 2008; Nadiri & Tanova, 2010).
The study examined the indirect relationship between interactional justice, organizational citizenship behavior, and turnover intention by using procedural and distributive justice as mediators between these relationships. The findings provided strong empirical support for the research hypothesis that the impact of interactional justice on organizational citizenship behavior and turnover intention can occur directly or indirectly when procedural and distributive justice act as mediators.
In order to test the mediating role of procedural and distributive justice on interactional-organizational citizenship behaviors and turnover intention link, this study first looked at the interactional justice-procedural and distributive justice relationships. The results showed that employee perceptions about interactional justice might affect the perceptions of employees of procedural and distributive justice. The relationships between interactional justice perceptions were positively and significantly related to procedural and distributive justice. Moreover, the research results shown that healthcare employees who tend to show positive feelings towards interactional justice are likely to report positive feelings towards procedural and distributive justice. In other words, the findings of the current research suggested that when healthcare employees perceive they receive quality treatment from their supervisors, they will likely perceive the procedural and polices that are implemented by the organization and the outcomes they receive are fair. Hence, healthcare employees who tend to show positive feelings towards interactional justice are more likely to report higher levels of procedural and distributive justice and, consequently, will be encouraged to engage in organizational citizenship behavior and be more willing to remain in the organization.
Obtained results indicate that the organizational justice dimensions’ relationship with each other support the role of social exchange theory (Blau, 1964) in which employees' views on how they feel the fairness of outcomes they receive and procedures adopted by the organization are affected by their relationship with their supervisors or managers. This result is in line with some of the previous studies (Bies & Moag, 1986; Brockner, 2002; Brockner et al., 2008; Cohen-Charash & Spector, 2001; Colquitt et al., 2001; Greenberg, 1993; Leng et al., 2001; Wang et al., 2010).
In addition, the current study found that procedural justice positively and significantly impacts distributive justice, supporting the procedural primary model discussed by Sweeney and McFarlin (1993), which describes the relationship between procedural and distributive justice and its impact on employee attitudes and behavior. This result is consistent with the results of Abu Elanain’s study (2010 a) in which he used distributive justice as a mediator between procedural justice and work outcome.
The current study also showed that procedural and distributive justice partially mediated the relationship between interactional justice and OCB. The effects of interactional justice on turnover intention decreased to insigniﬁcant levels when procedural justice was added to the equation as an antecedent of turnover intention. Thus, procedural justice fully mediated the relationship between organizational justice and turnover intention. Furthermore, the results revealed that the influence of interactional justice on turnover intention decreased but remained significant when distributive justice acted as a mediator between them. Therefore, distributive justice partially mediates the relationship between interactional justice and OCB. The summary of the hypotheses tested are shown in the Table 13.
 Table 13: Summary of Hypotheses Tested from Hierarchical Regression Analysis
	Hypotheses
	
	Type of relationship
	Result

	H1
	Interactional justice is positively associated with procedural justice
	+
	Supported

	H2
	Interactional justice is positively associated with distributive justice
	+
	Supported

	H3
	Procedural justice is positively associated with distributive justice
	+
	Supported

	H4
	Procedural justice mediates the positive relationship between interactional justice and distributive justice
	+
	Supported

	H5
	Interactional Justice is positively associated with organizational citizenship behavior
	+
	Supported

	H6
	Procedural Justice is positively associated with organizational citizenship behavior
	+
	Supported

	H7
	Distributive Justice is positively associated with organizational citizenship behavior
	+
	Supported

	H8
	Procedural justice mediates the positive relationship between interactional justice and organizational citizenship behavior
	+
	Partially supported

	H9
	Distributive justice mediates the positive relationship between interactional justice and organizational citizenship behavior
	+
	Partially supported

	H10
	Interactional justice is negatively related with turnover intention
	-
	Supported

	H11
	Procedural justice is negatively related with turnover intention
	-
	Supported

	H12
	Distributive justice is negatively related with turnover intention
	-
	Supported

	H13
	Procedural justice mediates the negative relationship between interactional justice and turnover intention
	-
	Supported

	H14
	Distributive justice mediates the negative association between interactional justice and turnover intention
	-
	Partially supported


[bookmark: _Toc399884765]Conclusion
In the current chapter, the research questions were answered and discussed separately. The findings showed that employee perceptions of interactional justice are positively related to employee perceptions of procedural justice and distributive justice, and employee perceptions of procedural justice and distributive justice in turn mediated the link with organizational citizenship behaviors, as well as the link with employee turnover intention (see Table 13. Summary of hypotheses tested). These results are consistent with social exchange theory, which suggests that organizations’ citizenship behavior can be a result of a social exchange relationship between an employee and his/her organization, once the employee has a high level of perception of organizational justice (Organ, 1988). Furthermore, according to social exchange theory, employees repay organizations by being affectively committed to their jobs and are less intent on leaving the organization if he/she feels that their outcomes, procedures related to their outcomes, and their relationship with their managers/supervisors are fair.










[bookmark: _Toc399884766]Chapter 6: Implications & Suggestions for Future Research
	
The objective of this chapter is to describe the managerial implications and contributions of this study. It contributes by testing previous theories in a new context, namely the UAE public healthcare sector. As well, managerial implications are addressed towards managers or future managers in this area. The limitations and further research are discussed in this chapter.
[bookmark: _Toc399884767]Managerial Implication and Contributions 
The study’s findings have both theoretical and practical implications. This study adds to our understanding of the antecedents of OCB and turnover intention. It makes some important contributions. First, and the most unique contribution of this study, is that it is the first study in the UAE and the Middle East that investigates the link between organizational justice, organizational citizenship behavior, and turnover intention of healthcare employees by using two dimensions of organizational justice (procedural and distributive justice) as mediators between interactional justice, organizational citizenship behavior, and turnover intention. So, this study contributes to the understanding of the effects of organizational justice on both organizational citizenship behavior and turnover intention across the region.
In fact, examining the influence of organizational justice, especially through empirical studies on the healthcare sector and in the UAE context, is also rare. Thus, this study contributes to the literature on this topic. Second, this study not only empirically indicates the significant role of organizational justice on enhancing organizational citizenship behavior and reducing employee turnover intention in a non-western context, but it also reveals the nature of this link directly and indirectly through the mediating role of procedural and distributive justice. It is one of the first empirical studies of its kind to demonstrate the role of procedural and distributive justice as mediators between interactional justice and employee work attitudes and behaviors. 
This study has practical implications from a managerial point of view and could increase management’s understanding of organizational citizenship behavior and employee turnover intention in order to operate efficiently.  Moreover, it indicates that management should pay attention to HR strategies in order to prevent employee turnover and to promote organizational citizenship behavior. Management should enhance organizational justice by integrating this concept in its strategic thinking and actions, so as to improve the level of employee organizational citizenship behavior and reduce employee turnover intention. For example, management should pay attention to providing adequate fairness in terms of formal procedures, rewarding allocation, and interpersonal treatment when making policies or implementing rules and regulations. As suggested by Abu Elanain (2010b), managers and supervisors in the UAE should take appropriate actions that support provisions of interactional justice when managing their employees, such as communicating effectively with their employees. In other words, when managers and supervisors communicate effectively with their employees, this influences employee perceptions that their managers are treating them fairly and this encourages them to promote organizational citizenship behavior so that they are less inclined to leave their jobs. In contrast, when employees perceive that their managers or supervisors are treating them unfairly, then they exhibit fewer organizational citizenship behaviors and tend to leave their organizations. Therefore, enhancing organizational justice can have a practical reach that ultimately improves employee retention and promotes organizational citizenship behavior (Abu Elanain, 2010b). 
Furthermore, the results of this study suggest that interactional justice plays a key role in influencing dependent variables of the study. Therefore, this study has other implications for organizational training programs. For instance, the importance of training managers and supervisors about interactional justice and its impact on employee perceptions and how it fosters a positive employee-organization relationship could be emphasized.
 
[bookmark: _Toc399884768]Limitations and Future Research Directions 
[bookmark: _Toc399884769]Limitations
As with any study, this study has some limitations that suggest areas for future research. Firstly, the results were derived from a cross-sectional research design, which data collection obtained at one point in time (Creswell, 2009). The time considered was a limitation in that the period when the study takes place was based on conditions at that point in time (Simon, 2005). Therefore, a cross sectional design cannot confirm the direction of causality among variables of this study. 
Secondly, limitations were related to the samples of this research, which were collected from one sector, the healthcare sector, and only gathered from public hospitals in the UAE. Therefore, this setting may limit the generalizability of the study’s finding. Furthermore, data collection and the intent of the study were limited to the public healthcare sector in Abu Dhabi Emirate where a sample of 488 employees in three public hospitals in the Abu Dhabi Emirate was collected. In other words, this study used data collected from three public hospitals in the UAE. The results might not be generalizable to other hospitals or outside the UAE. Hence, the findings of the present research can serve as starting points for examining links among similar variables in other healthcare sectors.
The limitations above are related to the barriers of accessibility and financial constraints, which prevented the researcher from collecting date and extending the study to other sectors or other emirates. Limited time kept the study at the present level; a researcher has a timeline set by the university. Therefore, such a restriction did not allow sampling of larger populations.
Finally, this study used self-report measures of organizational citizenship behavior collected from employees, not from the respondents’ supervisors. The respondents could be biased when responding to this measure. It is also possible that individuals who volunteered to participate had an inflated perception of their citizenship behavior. Furthermore, organizational citizenship behavior was measured using a shortened version of the scale (which included only 3 items) and using shortened scales may reduce reliability and validity (Richards & Schat, 2011).
[bookmark: _Toc399884770]Future Research Directions 
In light of the above limitations of this study, there are some suggestions for future research. First, future research could look at the relationship between organizational justice, organizational citizenship behavior, and turnover intention by using other mediators, such as empowerment and participation in decision making.  Second, another area for future research could be exploring the impact of culture on employee perceptions of organizational justice and its effect on organizational citizenship behavior and turnover intention. Third, future studies are also needed to conduct cross-cultural empirical studies that could provide lessons to managers who work in a multicultural context on how perception of organizational justice affects employee turnover intention. Fourth, future research could also cover samples from public and private hospitals or from other industry sectors, as these could provide more meaningful results and could be generalized to the UAE context. Fifth, it is suggested that future research in this area should be conducted by using organizational citizenship behavior data based on supervisory ratings of employees. Finally, conducting a longitudinal study to examine the possible directional relationship of the study’s variables is proposed for future research.





[bookmark: _Toc399884771]Chapter 7: Conclusion

This study has contributed to the debate around the organizational justice-work outcome (e.g., organizational citizenship behavior and turnover intention) link through the development and testing of a mediated model using procedural justice and distributive justice as key forms of organizational justice and analyzing the role of interactional justice in organizational citizenship behavior and turnover intention. Through hierarchical regression analysis (statistical procedures suggested by Baron and Kenny, 1986) on a sample of 488 respondents from three public hospitals, the researcher tested a number of hypotheses to determine how these variables are interrelated. The results of this study suggest that organizational justice (all dimensions such as interactional justice, procedural justice, and distributive justice) plays a prominent role and significantly promotes organizational citizenship behavior and significantly reduces turnover intention of healthcare employees. Also, this study presents empirical evidence that procedural and distributive justice fully/partially mediates the relationship between interactional justice, organizational citizenship behavior, and turnover intention of healthcare employees. The results of this study contribute to the literature on organizational justice and employee attitude and behavior in a non-western context, the UAE. More specifically this study enhances and supports the findings of previous research regarding the role of procedural and distributive justice as mediator variables.
The healthcare sector is facing challenges that require employees who have a high level of organizational citizenship behavior and commitment to their organizations and have little intention of leaving their work.  The results of this research should advance the understanding of organizational justice and its effects on healthcare employees’ work attitude and behavior. Moreover, the findings of this research provide guidelines to help leaders in the healthcare sector build a fair and successful workplace in their organizations. 
In conclusion, the results suggest that if public healthcare organizations intend to retain and maintain their employees by improving organizational citizenship behavior, they need to pay more attention to leadership styles that encourage fairness, engage employees, and develop new policies and programs that reduce turnover intention.
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	N
	S
	N
	S
	N
	S

	10
	10
	220
	140
	1200
	291

	15
	14
	230
	144
	1300
	297

	20
	19
	240
	148
	1400
	302

	25
	24
	250
	152
	1500
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	30
	28
	260
	155
	1600
	310

	35
	32
	270
	159
	1700
	313

	40
	36
	280
	162
	1800
	317

	45
	40
	290
	165
	1900
	320

	50
	44
	300
	169
	2000
	322

	55
	48
	320
	175
	2200
	327

	60
	52
	340
	181
	2400
	331

	65
	56
	360
	186
	2600
	335

	70
	59
	380
	191
	2800
	338

	75
	63
	400
	196
	3000
	341

	80
	66
	420
	201
	3500
	346

	85
	70
	440
	205
	4000
	351

	90
	73
	460
	210
	4500
	354

	95
	76
	480
	214
	5000
	357

	100
	80
	500
	217
	6000
	361

	110
	86
	550
	226
	7000
	364

	120
	92
	600
	234
	8000
	367

	130
	97
	650
	242
	9000
	368

	140
	103
	700
	248
	10000
	370

	150
	108
	750
	254
	15000
	375

	160
	113
	800
	260
	20000
	377

	170
	118
	850
	265
	30000
	379

	180
	123
	900
	269
	40000
	380

	190
	127
	950
	274
	50000
	381

	200
	132
	1000
	278
	75000
	382

	210
	136
	1100
	285
	1000000
	384


Note: N is population size.
S is a sample size.
Source: Krejcie, and Morgan, 1970




[bookmark: _Toc399884775]Appendix B: Survey Cover Letter

A Survey on Organizational Justice, Organizational Citizenship Behavior, and Turnover Intention

Dear Respondents,
My name is Thamna Al Afari and I am a doctoral student in the College of Business Administration at Abu Dhabi University. I am currently conducting research on" Procedural and Distributive Justice as Mediators of the Relationship between Interactional Justice and Work Outcomes: An Empirical Study of the UAE Public Health Care Sector". I hereby request that you participate in this research study by completing the attached survey. It will take approximately 15 minutes to complete this survey. This survey is an important part of my research, therefore, your valuable co-operation and participation in answering the questionnaire will be greatly appreciated.
The information provided will be confidential and will not be used for any other purpose. Thank you very much for your kind cooperation. 
If you have any queries, please do not hesitate to contact me.
Thank you for your assistance.
Thamna Al Afari 
 DBA Candidate
 Email: [email address] 
 Phone: [phone number]  
 
[bookmark: _Toc399884776]Appendix C:  A Survey on Organizational Justice, Organizational Citizenship Behavior, and Turnover Intention

	Section A: Organizational Justice


	[bookmark: _Toc390622291]Please indicate how much you agree or disagree with the following statements.
Items
  
	Strongly disagree
Disagree
Neutral
Agree
Strongly  agree

	1. My work schedule is fair
	1         2        3        4        5

	2. I think that my level of pay is fair
	1         2        3        4        5

	3. I consider my work load to be quite fair
	1         2        3        4        5

	4. Overall, the rewards I receive are quite fair
	1         2        3        4        5

	5. I feel that my job responsibilities are fair
	1         2        3        4        5

	6. Job decisions are made by the general manager in an unbiased manner
	1         2        3        4        5

	7. My manager makes sure that all employee concerns are heard before job decisions are made
	1         2        3        4        5

	8. To make job decisions, my manager collects accurate and complete information
	   1         2        3        4        5

	9. My manager clarifies decisions and provides additional information when requested by employees
	   1         2        3        4        5

	10. All job decisions are applied consistently across all affected employees
	   1         2        3        4        5

	11. Employees are allowed to challenge or appeal job decisions made by the general manager
	   1         2        3        4        5

	12. When decisions are made about my job, my manager treats me with kindness and consideration
	   1         2        3        4        5

	13. When decisions are made about my job, the general manager treats me with respect and dignity
	   1         2        3        4        5

	14. When decisions are made about my job, my manager is sensitive to my personal needs
	   1         2        3        4        5

	15. When decisions are made about my job, my manager deals with me in a truthful manner
	   1         2        3        4        5

	16. When decisions are made about my job, my manager shows concerns for my rights as an employee
	   1         2        3        4        5

	17. When decisions are made about my job, my manager discusses the implications of the decisions with me
	   1         2        3        4        5

	18. My manager offers adequate justifications for decisions made about my job
	   1         2        3        4        5

	19. When  making decisions about my job, my manager offers explanations that make sense to me
	   1         2        3        4        5

	20. My manager explains very clearly decisions made about my job
	   1         2        3        4        5

	Section B:  Organizational Citizenship Behavior

	21. This employee helps orient new employees even though it is not part of his/her responsibility
	  1         2        3        4        5

	22. This employee is always to give a  helping hand to those around him or her
	  1         2        3        4        5

	23. This employee willingly offers to help others who have work-related problems
	   1         2        3        4        5

	Section C: Turnover Intentions

	24. I will probably look for a new job in the next year
	   1         2        3        4        5

	25. I will likely actively look for a new job in the next year

	   1         2        3        4        5

	26. I often think about quitting
	   1         2        3        4        5




Section D: Demographics information: 
Kindly select one answer by ticking the box that is related to your answer

27. What is your gender? 
                    Male                             Female 

28. What is your age? 
25 or less                26 to 35              36 to 45                   46 to 55                                5                    56 or more
29.  Nationality  
        Non-Emirate                         Emirate     
30. What is the highest level of education you have completed?  

High school or equivalent 
Diploma or technical school 
Bachelor’s degree 
Master’s degree 
Doctoral degree 
31. How long have you been working with the current hospital? 

         Less than one year	  1-5 years              6-10 years                more than 10 years     
32. How long have you been in your current position?   
 
          Less than one year               1-5 years            6-10 years                more than 10 years                      
33. Job position     
 Manager   
Supervisor   
Employee 
34. Job categories   
Nurses    
Doctors      
                     Technicians    
                     Pharmacists     
                     Administrators    
                     Other


Thank you for your time.
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 Permission to Use Turnover Intention Scale.

[image: ]







Permission to Use Organizational Justice Scale.
[image: ]










Permission to Use Organizational Citizenship Behavior Scale.
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