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Orientation: Organisational citizenship behaviour is crucial for increasing organisational
effectiveness, particularly in healthcare settings.

Research purpose: This research analyses the influence of two forms of organisational justice
on OCB among healthcare workers. Affective commitment is used as a mediating variable,
while passive leadership acts as a moderating variable.

Motivation for the study: Previous research has demonstrated the critical role of
organisational justice in OCB, but empirical evidence that specifically explains how
procedural and distributive justice influence OCB through affective commitment, particularly
in healthcare, is lacking.

Research approach/design and method: This research employed a quantitative approach
with a positivist paradigm. Data were collected by using a survey with a questionnaire
from 400 hospital employees. Analysis was conducted by using Structural Equation
Modelling Partial Least Squares (SEM-PLS).

Main findings: The results indicate that procedural justice has a direct effect on OCB, while
distributive justice has only an indirect effect through affective commitment. Affective
commitment proved to be a significant mediator in the relationship between organisational
justice and OCB. Passive leadership was found to negatively moderate the effect of
organisational justice on affective commitment.

Practical/managerial implications: Hospitals need to ensure the implementation of fair
procedures, transparent distribution of resources, and implement proactive leadership to
increase employee emotional engagement and encourage OCB.

Contribution/value-add: This research provides theoretical contributions by confirming the
role of affective commitment as a mediating mechanism in the relationship between
organisational justice and OCB and demonstrating the moderating effect of passive leadership.

Keywords: organisational citizenship behaviour; procedural justice; distributive justice;
affective commitment; passive leadership; healthcare personnel.

Introduction

Organisational citizenship behaviour (OCB) refers to employee behaviour that involves taking
on additional roles beyond their formal roles in the organisation (Chu et al., 2005; Donglong
et al., 2020). Organisational citizenship behaviour is crucial for increasing organisational
effectiveness because employees, through self-awareness, feel engaged and are a part of the
organisation, thus taking actions beyond their job descriptions (Idris et al., 2021; Jahani et al.,
2021; Sidin et al., 2020). The importance of OCB is also felt in healthcare settings, including
hospitals (Basu et al., 2017; Yusuf et al., 2024). Organisational citizenship behaviour can improve
the quality of patient care, teamwork, and employee engagement (Idris et al., 2021; Jahani et al.,
2021; Rahman & Karim, 2022; Sidin et al., 2020). Organisational citizenship behaviour also has an
impact on workplace conflict, thereby enhancing a conducive work environment. Given the
importance of OCB’s impact on workers, researchers sought to further examine the factors
influencing OCB, particularly in healthcare settings.
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Hospital employees, such as doctors and nurses,
significantly influence the quality and image of the hospital.
Therefore, hospitals require employees with high levels of
OCB, which are behaviours that benefit the organisation
but are not included in the employee’s job description
(Rahman & Karim, 2022). This behaviour is highly desirable
because it supports organisational effectiveness and
survival, especially in a highly competitive environment.

Previous studies have attempted to explain factors that can
increase OCB, including dimensions of organisational
justice (Rahman & Karim, 2022; Wulansari et al., 2017; Zayed
et al., 2022), perceived organisational support (Chénevert
etal., 2015; Gupta et al., 2016; Peelle, 2007), and affective and
normative commitment (Jehanzeb & Mohanty, 2020;
Kazemipour & Mohd Amin, 2012; Ratiu et al., 2021). The
implementation of organisational justice, including in the
hospital environment, has an impact on OCB. Organisational
justice, including procedural and distributive justice,
indicates fair treatment in the distribution of resources
and decision-making processes in the organisation. The
emotional attachment of employees generated by affective
commitment can motivate them to reciprocate fair treatment
with OCB behaviours (Vagharseyyedin et al., 2018).
Employee behaviour that benefits the organisation can also
be determined by the leader’s role in managing employees
(Sepeng et al., 2020). Leaders are considered successful if
they can provide fairness and support to employees,
resulting in high levels of commitment and OCB. However,
not all leaders can motivate their employees in a positive
direction. Some leaders expect jobs to be performed well by
their employees, based on assigned responsibilities, but
without supervision. This leadership style is called passive
leadership (Kelloway et al., 2006; Wang et al., 2021). Passive
leadership negatively impacts the organisation, employee
affective commitment, and OCB (Chénevert et al., 2015).

Although previous research has focused on demonstrating
the importance of organisational justice in enhancing OCB,
empirical evidence remains limited regarding how various
dimensions of justice (particularly procedural and
distributive justice) specifically influence OCB in healthcare
settings. Furthermore, the role of affective commitment as a
mediator in the relationship between organisational justice
and OCB requires further study. Hence, this research analysed
the influence of organisational justice on organisational
citizenship behaviour, with affective commitment as a
mediating variable and the passive role of leaders as a
moderating variable.

Literature review
Organisational citizenship behaviour

Organisational citizenship behaviour is employee behaviour
indicated by voluntary actions undertaken even though not
explicitly recognised by formal reward systems, but essential
for organisational effectiveness (Ucanok & Karabati, 2013). In
healthcare settings, particularly hospitals, OCB can improve
the quality of service, such as patient-centred care, by
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fostering a supportive and collaborative environment
(Mahooti et al., 2018). Organisational citizenship behaviour,
which is voluntary, out-of-role actions that support
organisational functions, is regarded as an essential driver
of healthcare quality, patient safety, and team effectiveness.
In high-risk healthcare settings, OCB among personnel
(e.g. nurses, physicians, and other healthcare professionals)
enhances collaboration, reduces errors, and improves patient
outcomes. The importance of OCB is magnified by the
complexity and interdependence of healthcare work, in
which discretionary behaviours such as helping colleagues,
sharing knowledge, and going beyond formal duties directly
impact organisational effectiveness and the quality of patient
care (Basu et al., 2017).

According to Organ et al. (2006), OCB has five indicators:
altruism, civic virtue, conscientiousness, courtesy, and
sportsmanship. Altruism refers to employee behaviour
that voluntarily helps co-workers experiencing difficulties,
such as providing solutions to coworkers” work problems.
Civic virtue shows employees actively participating in
organisational activities and demonstrating loyalty and wise
responsibility for the condition and development of the
organisation. Consciousness shows employees’ awareness
and concern for using organisational time and resources
efficiently, as well as complying with organisational
regulations and standards. Courtesy refers to employee
initiatives to prevent and resolve problems in the organisation,
such as paying attention and maintaining courtesy to
colleagues or subordinates to avoid conflict. Meanwhile,
sportsmanship shows employee tolerance for less-
than-satisfactory work conditions and a tendency to avoid
negative behaviour that can damage the work environment.

Organisational justice

Organisational justice encompasses employee perceptions
of distributive, procedural, and interactional justice
within the organisation (Sheeraz et al., 2020).
Organisational justice significantly impacts OCB. Positive
perceptions of organisational justice are associated with
higher levels of OCB towards the organisation, including
conscientiousness, sportsmanship, and civic virtue.
In healthcare settings, fair treatment and equitable
distribution of resources can increase the commitment
and willingness of employees to go beyond their formal
duties (Yesilada & Denizgil, 2020).

Procedural justice, which refers to the perception of a fair
decision-making process, has a strong positive relationship
with OCB. According to social exchange theory, when
employees perceive procedures to be fair, consistent, and
transparent, they are more likely to feel respected
(Cropanzano & Mitchell, 2005). The perception of justice
would increase employee trust in the organisation and
ultimately lead to voluntary actions that benefit the
organisation beyond their formal responsibilities (Moorman
et al, 1998). When organisations implement fair and
transparent procedures, they create an environment in which
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employees feel valued and respected, leading to increased
trust and a greater willingness to contribute to the
organisation’s success through voluntary actions (Rahman &
Karim, 2022). The higher the perceived procedural justice,
the greater the perceived support from the organisation.

Distributive justice refers to employees’ perceptions of the
fairness of the outcomes and rewards that employees
receive from the organisation (Rahman & Karim, 2022).
Components of distributive justice include pay, promotions,
and recognition. Social exchange theory suggests that
employees who perceive greater distributive justice are
more likely to exhibit OCB. They are more likely to engage
in voluntary actions that go beyond formal job duties and
contribute to creating a positive work environment. When
employees perceive that the rewards they receive are fair
and commensurate with their contributions, they are more
likely to reciprocate to the organisation through OCB
(Cropanzano & Mitchell, 2005):

H1: Procedural justice has a positive and significant effect on
employee OCB.

H2: Distributive justice has a positive and significant effect on
employee OCB.

Affective commitment

Affective commitment is the emotional attachment felt by
employees to their organisation (Meyer et al., 2012). Previous
research suggests that affective commitment is a strong
predictor of OCB (Chénevert et al., 2015; Gupta et al., 2016).
In the healthcare context, fostering affective commitment can
increase levels of OCB, which in turn improves patient care
and organisational performance. Affective commitment in
this study was measured through three indicators: emotional
attachment, identification, and participation (Meyer et al.,
2015). Building emotional attachment through supportive
leadership and work environment can increase OCB
(Kazemipour et al., 2012). The relationship between affective
commitment and OCB is based on the principles of social
exchange theory, in which positive actions from the
organisation are reciprocated with positive employee
behaviour (Cropanzano & Mitchell, 2005). In a hospital
environment, fair processes and outcome distribution of
resources can increase the commitment and willingness of
employees to go beyond their formal duties (Yesilada &
Denizgil, 2020).

Procedural justice influences affective commitment by
building a foundation of trust, respect, and fairness within an
organisation (Zayed et al., 2022). When employees perceive
that decision-making and resource allocation processes are
transparent, consistent, and fair, they are more likely to
develop strong emotional bonds with the organisation.
Employees who feel heard and respected by their
organisation, and who perceive that decisions are made
impartially, develop trust in the organisation’s management
and systems. This perceived trust makes employees feel
secure and confident in their relationship with the
organisation, thereby strengthening their emotional bonds.
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Distributive justice, which is employees’ perceptions of the
fairness of resource allocation, is positively and
significantly correlated with affective commitment
(Jehanzeb & Mohanty, 2020; Yesilada & Denizgil, 2020).
This relationship means that when employees believe the
distribution of outcomes (such as pay or promotions) is
fair, their emotional bond and commitment to the
organisation tend to strengthen. Employees who perceive
fair outcomes tend to feel emotionally connected to their
organisation:

H3: Procedural justice has a positive and significant effect on

employee affective commitment.

H4: Distributive justice has a positive and significant effect on
employee affective commitment.

H5: Affective commitment has a positive and significant effect
on employee OCB.

Hé6: Affective commitment mediates the relationship between
procedural justice and employee OCB.

H7: Affective commitment mediates the relationship between
distributive justice and employee OCB.

Passive leadership

Passive leadership is characterised by a lack of proactive
leadership behaviour and avoidance of decision-making
(Chénevert et al., 2015). In this research, passive leadership
negatively moderated the relationship between perceived
support and affective commitment. High levels of passive
leadership weakened the positive impact of support from
colleagues and physicians on affective commitment and,
subsequently, on OCB. This research suggests that reducing
passive leadership behaviour and encouraging active and
supportive leadership can increase the positive impact of
organisational support on OCB in healthcare settings:

H8: Passive leadership moderates the relationship between
distributive justice and employee affective commitment.

H9: Passive leadership moderates the relationship between
procedural justice and employee affective commitment.

Research methods and design

This research uses the positivist research paradigm, a
research approach that emphasises objectivity, quantitative
measurement, and empirical observation, and can be
replicated (Lim, 2023). Data collection was carried out using
the simple random sampling method. The instrument used
is a questionnaire containing statements, using a Likert scale
of 1 to 5. The research instrument was adapted from
previous research with the following explanations: (1) OCB
consists of 20 statement items adapted from Organ et al.
(2006), (2) Procedural justice consists of six statement items
adapted from Colquitt et al. (2012), (3) Distributive justice
consists of five statement items sourced from Colquitt et al.
(2012), (4) Passive leadership consists of five statement items
adapted from Kelloway et al. (2006), and (5) Affective
commitment consists of eight statement items adopted from
Meyer et al. (2015).
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The research sample consisted of 400 people. This number
was based on the concept proposed by Hair et al. (2015) that
the minimum sample size is 10 times the number of research
variables or question items, and the maximum sample size is
400 to achieve good results.

Instrument testing

Instrument testing is used to measure the validity of a
questionnaire. A questionnaire is considered valid if its
questions adequately reveal what it is intended to measure
(Cooper & Schindler, 2011). Instrument validity in this
research is evaluated based on the convergent and
discriminant validity of its indicators, processed using Partial
Least Squares (PLS). Convergent validity is considered high
if the loading value or the correlation between the indicator
and construct scores is above 0.70. Indicators with loadings
below 0.70 are dropped from the analysis and re-estimated.
Discriminant validity, on the other hand, is used to
demonstrate that a construct or latent variable predicts
measures in its own block better than measures in other
blocks. Discriminant validity can be measured from the
cross-loading value. The correlation value of an indicator
with its construct must be greater than the correlation value
between that indicator and other constructs. Construct
reliability in this study was measured by using composite
reliability. Composite reliability, also known as internal
consistency, is translated similarly to Cronbach’s alpha. Hair
et al. (2015) argued that composite reliability measures are
more reliable than Cronbach’s alpha because Cronbach’s
alpha estimates the lower bound of internal consistency.

Data analysis

The data in this study are primary data collected by using
survey techniques. This research used Structural Equation
Modelling (SEM) analysis with an alternative method, PLS.
This research variable consists of five items, all of which are
first-order: procedural justice (six items), distributive justice
(five items), affective commitment (eight items), passive
leadership (five items), and organisational citizenship
behaviour (20 items).

The model proposed in this study has a standardised root
mean square residual (SRMR) value of 0.092, which is
between 0.08 and 0.10, indicating a marginal fit. The normed
fit index (NFI) value is 0.649, which is greater than 0.50,
indicating a good fit.

In the initial estimation stage, six indicators with factor
loadings below 0.50 were excluded, after which the
measurement model was re-estimated. As shown in Figure 2,
all items that exceeded the minimum loading of 0.50 are
retained.

Discriminant validity

Discriminant validity in research uses the square root of
average (AVE) value and correlation coefficients between

Page 4 of 10 . Original Research

http://www.sajhrm.co.za . Open Access

constructs to test whether items are valid in explaining or
reflecting latent variables. In addition to meeting convergent
validity, a reflective measurement model must have
discriminant validity.

Discriminant validity is achieved when the square root
of a construct’s average variance extracted exceeds its
correlations with other constructs. As shown in Table 1, all
of the variables meet this condition, confirming that the
measurement model demonstrates discriminant validity.

Composite reliability

Composite reliability was used to assess the internal
consistency, in which values exceeding 0.70 are acceptable
(Hair et al., 2015). As indicated in Table 2, all constructs met
this threshold, confirming that the measurement model
demonstrated satisfactory reliability.

The reliability assessment indicated that five constructs
used in this research achieved composite reliability values
above 0.70, confirming internal consistency (Hair et al.,
2015).

Convergent validity

Convergent validity was examined by inspecting the
outer loading of each reflective indicator. Higher loading
coefficients reflect stronger contributions of individual items
in representing the latent constructs, with statistically
significant values indicating adequate indicator relevance
within the model (Cooper & Schindler, 2011).

Model fit

Model fit was assessed by using the SRMR, which reflects
the average discrepancy between the observed and model-
implied correlations. The SRMR obtained in this research
was 0.092, placing the model within the marginal
acceptance range, and the NFI reached 0.649, surpassing
the minimum benchmark and supporting model adequacy
(Hair et al., 2015).

Ethical considerations

Ethical clearance to conduct this study was obtained from
the Ministry of Higher Education, Science and Technology,
Universitas Negeri Padang, Faculty of Economics and
Business (No. 492/UN35/LT/2023).

Results

This research used the Structural Equation Modelling Partial
Least Squares (SEM-PLS) model and was processed with
SmartPLS version 3.2.7 to evaluate the research model. The
inner model test aimed to determine the path coefficient and
inner model T-statistic, which indicate the level of significance
of changes in the independent variable on the dependent
variable (Hair et al., 2015; Ahmad & Afthanorhan, 2014).
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Hypothesis testing is based on the results of the SEM-PLS
model analysis, containing all supporting variables for the
hypothesis test. The hypothesis model was calculated by
using SmartPLS version 3.2.7 to determine the significance
of the path coefficients in the model or the significance of the
hypothesis support.

The model in this research proves the significance of
the influence of procedural justice, distributive justice,
and affective commitment on organisational citizenship
behaviour, as well as the moderating influence of passive
leadership.

The moderation pattern of passive leadership on the
influence of procedural and distributive justice on affective
commitment will be explained through a graph of the
interaction of the three variables. This graph consists of
three lines: blue, red, and green. The blue line represents the
effect on affective commitment without passive leadership
moderation. The green line represents the effect on affective
commitment under conditions of high passive leadership.
The red line represents the effect on affective commitment
under conditions of low passive leadership.

The interaction pattern of passive leadership and
procedural justice on affective commitment, as shown in
Figure 4, provides several insights. Firstly, under
conditions of high or low passive leadership, higher
procedural justice increases affective commitment, as seen
in both lines with an upward slope to the right. Secondly,
under conditions of low passive leadership, affective
commitment is higher than under conditions of high
passive leadership. Thirdly, the effect of procedural justice
on affective commitment is more substantial under
conditions of low passive leadership, as evidenced by the
steeper slope of the lines. Fourthly, under conditions of
low passive leadership, high procedural justice increases
affective commitment more rapidly.

The interaction pattern of passive leadership and distributive
justice on affective commitment, as shown in Figure 5,

TABLE 1: Discriminant validity.

Variable Distributive Procedural  Affective Passive 0ocB
justice justice  commitment leadership
Distributive justice 0.75 - - - -
Procedural justice 0.49 0.74 - - -
Affective commitment 0.45 0.52 0.76 - -
Passive leadership -0.30 -0.49 -0.61 0.72 -
ocB 0.32 0.44 0.53 -0.37 0.72

OCB, organisational citizenship behaviour.

TABLE 2: Composite reliability.

Page 6 of 10 . Original Research

Variable Cronbach’s Composite AVE Results
apha reliability

Distributive justice 0.81 0.86 0.56 Reliable

Procedural justice 0.79 0.86 0.55 Reliable

Affective commitment 0.89 0.91 0.58 Reliable

Passive leadership 0.78 0.85 0.53 Reliable

0ocB 0.93 0.94 0.52 Reliable

AVE, average variance extracted; OCB, organisational citizenship behaviour.
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provides several meanings. Firstly, under both high and low
passive leadership conditions, higher distributive justice will
increase affective commitment, as seen in both lines with an
upward slope to the right. Secondly, under low passive
leadership conditions, affective commitment is higher than
under high passive leadership conditions. Thirdly, the effect
of distributive justice on affective commitment is more
substantial under low passive leadership conditions, as seen
in the steeper slope of the lines. Fourthly, under low passive
leadership conditions, high distributive justice will increase
affective commitment more rapidly (Wang et al., 2021).

In this research, procedural and distributive justice
indirectly affect organisational citizenship behaviour
through affective commitment. The procedural and
distributive justice variables in the model are depicted as
first influencing affective commitment, followed by a
direct influence of these variables on organisational
citizenship behaviour.

0.225

Procedural
justice 0.263

v

0.404 140.326

Organisational 4
citizenship
behavior.

Affective
commitment

Passive

Distributive leadership

justice

0.030

FIGURE 3: Structural equation modelling partial least squares model.
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T T T T T T T T T T T T T T T T T T T T 1
OGO R AR R PR RN

4
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0
0
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©
0
0

Procedural_justice

SD, standard deviation.

FIGURE 4: Passive leadership moderation pattern on the influence of procedural
justice on affective commitment.
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FIGURE 5: Passive leadership moderation pattern on the influence of distributive
justice on affective commitment.

All indirect effects were tested significantly (p < 0.05). The results
of the indirect effect test demonstrate the significant mediating
role of affective commitment in the influence of procedural justice
(b =10.106; p = 0.000) and distributive justice (b = 0.108; p = 0.000)
on organisational citizenship behaviour (Zayed et al., 2022).

Hypothesis testing results

This research identified nine hypotheses. Based on the results
of the inner model coefficient test, a detailed explanation of
each hypothesis is presented.

Hypothesis 1 states that procedural justice influences
employee organisational citizenship behaviour. The path
coefficient of procedural justice (b = 0.225; p = 0.000) was
found to be significant, indicating that the hypothesis is
supported.

Hypothesis 2 states that distributive justice influences
employee organisational citizenship behaviour. The path
coefficient of distributive justice (b = 0.030; p = 0.681) was not
found to be significant, indicating that Hypothesis 2 is not
supported.

Hypothesis 3 states that procedural justice influences
employee affective commitment. The calculated path
coefficient of procedural justice (b = 0.263; p = 0.000) was
found to be significant on employee affective commitment,
thus supporting Hypothesis 3.

Hypothesis 4 states that distributive justice influences
employee affective commitment. The calculated path
coefficient of distributive justice (b = 0.268; p = 0.000) was
found to be significant on employee affective commitment,
thus supporting Hypothesis 4.

Hypothesis 5 states that affective commitment influences
employee organisational citizenship behaviour. The
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calculated path coefficient of affective commitment (b =
0.404; p = 0.010) was found to be significant on employee
organisational citizenship behaviour, thus supporting
Hypothesis 5.

Hypothesis 6 states that affective commitment mediates the
relationship between procedural justice and employee
organisational citizenship behaviour. The indirect effect of
procedural justice on employee organisational citizenship
behaviour through affective commitment (b = 0.106; p = 0.000)
is significant; thus, this test result indicates that hypothesis 6
is supported.

Hypothesis 7 states that affective commitment mediates the
relationship between distributive justice and employee
organisational citizenship behaviour. The indirect effect
of distributive justice on employee organisational citizenship
behaviour through affective commitment (b = 0.108; p = 0.000)
is significant; thus, this test result indicates that hypothesis 7
is supported.

Hypothesis 8 states that passive leadership moderates the
relationship between distributive justice and employee
affective commitment. The moderating effect of passive
leadership on the influence of distributive justice on employee
affective commitment (b = —0.105; p = 0.026) is significant;
thus, this test result indicates that hypothesis 8 is supported.

Hypothesis 9 states that there is a moderating role of
passive leadership between procedural justice and
employee affective commitment. The moderating effect of
passive leadership on the influence of procedural justice
on employee affective commitment (b = -0.148; p = 0.004)
is significant, so the results of this test explain that
hypothesis 9 is supported (Chénevert et al., 2015).

Discussion

In healthcare settings, procedural and distributive justice
have a positive and significant influence on OCB (Chang,
2014). In this study, procedural justice was found to have
both direct and indirect effects on OCB. In contrast,
distributive justice had only an indirect effect, with
affective commitment acting as a mediator. Employee
perceptions of the fairness of procedures within the
organisation have a positive and significant effect on OCB.
A work climate created by procedures perceived as fair in
the organisation can increase employee OCB (Al Afari &
Abu Elanain, 2014; Moorman et al., 1998). In accordance
with social exchange theory, the implementation of
procedural justice increases employee identification with
the organisation (Rahman & Karim, 2022). These findings
demonstrate the importance of implementing fair and
transparent processes and procedures in organisations in
encouraging positive employee attitudes and behaviours,
including OCB (Schilpzand et al., 2013; Wulansari et al.,
2017). Procedural and distributive justice have been found
to have a positive and significant effect on affective
commitment. These two forms of organisational justice
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help build emotional bonds between the employees and
their organisation, ultimately increasing affective
commitment (Lehmann-Willenbrock et al., 2013; Poon,
2012). Implementing fair reward practices and procedures
is a key strategy for enhancing affective commitment in
healthcare settings (Zayed et al.,, 2022). Ensuring fair
processes and distributing rewards to employees will
increase their willingness to contribute to the organisation
and foster OCB (Donglong et al., 2020). The findings of this
study demonstrate the importance of creating a work
environment that fosters perceptions of fairness among
employees (Koodamara et al., 2019).

Affective commitment is an essential antecedent in creating
OCB because employees who are emotionally attached to
their organisation tend to exhibit positive behaviours, one of
which is OCB (Kazemipour et al., 2012). The mediating role
of affective commitment in the relationship between
organisational justice and OCB is essential because employee
perceptions of justice will increase emotional attachment to
the organisation, and ultimately increase OCB (Cho &
Treadway, 2011; Kwak, 2016; Zayed et al., 2022).

This research found that passive leadership weakens the
relationship between organisational justice and affective
commitment. Passive leaders can make employees feel less
engaged with their organisation, even if the organisation
has implemented fair reward sharing (Chénevert et al,,
2013). A similar finding applies to the effect of procedural
justice on affective commitment. Non-proactive leaders can
weaken employees’ perceptions of procedural fairness
within the organisation, including in healthcare, thereby
reducing employee engagement (Mousa & Puhakka, 2019;
Wang et al., 2021).

Theoretical implications

This research contributes to organisational citizenship behaviour
in several ways. Firstly, it reinforces social exchange theory
by demonstrating that employee perceptions of procedural
and distributive justice enhance the OCB through affective
commitment as a key socio-emotional mechanism in the
organisational justice and OCB relationship. Secondly, this
research found that only procedural justice exerts a direct
influence on OCB, while distributive justice operates entirely
through affective commitment. This finding contributes to a
more specific understanding of how different dimensions of
organisational shape employee behaviour. Thirdly, the
moderating effect of passive leadership weakens the
relationship between organisational justice and affective
commitment. This research extends the leadership literature
by imposing passive leadership not merely as an absence of
leadership but also as an active inhibitor of employee
reciprocity.

Managerial implications

For hospital administrators and human resource
policymakers, this research highlights three urgent priorities.
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Firstly, improving procedural fairness is the most direct
route to fostering OCB. Secondly, fair distribution of reward
is insufficient unless accompanied by efforts to cultivate
emotional attachment. Thirdly, reducing passive leadership
is critical; leaders who avoid decision-making or provide
minimal engagement risk reducing the positive effects of
justice. Embedding fairness and proactive leadership into
institutional culture may substantially enhance cooperation
and OCB among healthcare personnel.

Limitations and future research

Despite the contribution, this research also has limitations.
Firstly, the cross-sectional design restricted causal inference.
Hence, for future research, a longitudinal or experimental
design would better capture the temporal dynamics
relationship among organisational justice, affective
commitment, and OCB. Secondly, this research used self-
reported data, which can lead to common method bias.
Thirdly, the focus on passive leadership excludes
comparison with constructive leadership styles such as
transformational or ethical leadership, which could offer
complementary insight. Future studies can explore
comparative studies across leadership styles to determine
whether active leadership merely strengthens justice effects
or fundamentally changes the pathway from justice to OCB.

Conclusion

The impact of organisational justice (distributive and
procedural justice) on OCB is significant. In this research,
only procedural justice was found to have a direct influence
on OCB, while distributive justice had only an indirect
influence, through affective commitment as a mediator.
Meanwhile, passive leadership was found to moderate the
influence of distributive and procedural justice on affective
commitment. By addressing passive leadership, organisations
can create more engaged employees, who ultimately
volunteer to contribute to the organisation by doing extra
work beyond their job description.
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