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Abstract
ORIENTATION: Organisational justice is crucial for an organisation’s success and how it is
perceived by employees. It develops great trust between management and employees,
enhancing their job satisfaction, commitment, efficiency, and thus reduces turnover intention
and improves the level of employees’ citizenship behaviour.
AIM: This study is designed to determine the impact of organisational justice on job
satisfaction, turnover intention, and organisational citizenship behaviour among healthcare
professionals working in Ireland.
MOTIVATION FOR THE STUDY: The selection of healthcare professionals was to add
another perspective and research dimension to the currently limited research material on
organisational justice and citizenship behaviour among Irish healthcare professionals. Work
exhaustion and turnover intention among healthcare professionals are the major issues
faced by healthcare employees and management respectively and different forms of
organisational justice play a major role in attenuating these factors.
METHOD: An online survey, using validated tools, was employed to achieve the research
objective. A total number of 53 healthcare personnel participated in the study by completing
a questionnaire comprising organisational justice, job satisfaction, turnover intention, and
organisational citizenship behaviour scales and were evaluated for their organisational
citizenship in terms of altruism, sportsmanship, and courtesy.
RESULT: It has been identified from this survey that organisational justice is positively
related with job satisfaction and organisational citizenship behaviour, whereas negatively
related with turnover intention among Irish healthcare professionals.
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CONCLUSION: It is concluded that organisational justice is a strong indicator of
organisational citizenship behaviour among healthcare professionals and also influences job
satisfaction and turnover intention moderately.
Keywords: Organisational justice; Organisational citizenship behaviour; Irish healthcare
employees.

Introduction
In today's world where organisational culture has become more commercialised and
customer-focused, the healthcare industry is also facing competing challenges to
provide patient-centred care with high-quality services delivered meticulously with
mindfulness and deference (Kolade, Oluseye and Omotayo, 2014). There is a virtual
expectation from healthcare professionals to always go above and beyond what is
required of them. This is the basics of organisational citizenship behaviour previously
recognised as ‘Extra Role Behavior’ (Organ, 2018). This attitude plays an important
role in making the work environment smooth and efficient in any organisation
(Hidayah and Harnoto, 2018; Romaiha et al., 2019), which, in the case of a
healthcare organisation, can be seen in terms of high-quality care delivery (Mahooti,
Vasli and Asadi, 2018.
The organisational citizenship behavior of an employee linked to any organisation is
observed in the form of five attitudes, such as altruism, sportsmanship, courtesy,
civic virtue, and conscientiousness (Podsakoff et al., 1990). However, the domains of
organisational citizenship behaviour which are of major concern for healthcare
professionals are courtesy, altruism, and sportsmanship. In today’s world, primary
care setups and healthcare organisations are under immense pressure because of
multiple pitfalls. The major issue is an inability to attract and retain healthcare
professionals as there is a worldwide shortage of them from top-level to bottom (Liu
et al., 2017), especially in countries with an ageing population where demand
exceeds the supply (Haddad, Annamaraju and Toney-Butler, 2019). Some of the
other reasons are long working hours, shortage of qualified and trained staff,
responsibility and stress level associated with the nature of the job, and inadequate
remuneration for many categories of healthcare professionals, if not for all (Ali et al.,
2019). All these factors cause resentment and job dissatisfaction among healthcare
employees (Singh et al., 2019). Many of these factors are due to organisational
injustice and failure of organisational leadership or policymakers (Aziri, 2011). Job
dissatisfaction brings in other negative impacts such as no or low job commitment
and increased turnover intention (Aziri, 2011; Gedif et al., 2018). These negative
attitudes affect the organisational working environment and the efficacy and quality
of service provided. The expectation of organisational citizenship behaviour from
healthcare professionals in these circumstances can be said to be unrealistic. On the
other hand, the culture of fairness in an organisation enhances employees’ job
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satisfaction, promotes knowledge sharing and innovative performance, reduces
burnout and turnover intention, and encourages citizenship behaviour (Imran, 2015;
Akram et al., 2020).
Perception of Organisational Citizenship Behaviour
According to Podsakoff there are two domains of organisational citizenship
behaviour which are: interpersonal (also called ‘helping behaviour’) and
organisational which is labelled as ‘organisational compliance’ (Podsakoff et al.,
2000). The interpersonal organisational citizenship behaviour indicates voluntary
helping attitude among employees, in other words, it is the relationship between
coworkers both laterally and vertically in terms of communication, interpersonal trust,
and teamwork (Foote and Li-Ping Tang, 2008; Asamani, 2015; Gong et al., 2018). A
positive interpersonal organisational citizenship behaviour has a profound effect on
both the individual and organisational achievements.
On the other hand, the organisational type of citizenship behaviour is related to
employees’ attitudes toward the organisation and execution of roles and
responsibilities assigned by the organisation. It impacts the general performance of
the organisation. The attitude of employees towards the job is measured in terms of
job stress, work satisfaction, job involvement, work commitment, inspiration, and a
healthy and growing atmosphere among all the members of an organisation. The
employees that are more satisfied with their jobs are more likely to exhibit the
dimensions of organisational citizenship behaviour and these attitudes are key
performance indicators of employee performance (Koys, 2001). There are many
positive consequences of employees’ organisational citizenship behaviour on the
organisation such as improved performance at all levels of hierarchy, effective
allocation of limited organisational resources, reduction of unnecessary
expenditures, welcoming and productive environment, cohesion among prospective
and current employees, and maintaining organisational and employee performance
stability (Sadeghi, Ahmadi and Yazdi, 2016).
In general, there are five types of organisational citizenship behaviour which an
employee can exhibit as an extra role behaviour while performing assigned
responsibilities in a work situation. These are: altruism, courtesy, sportsmanship,
conscientiousness, and civic virtue. According to social psychologists, altruism can
be described as a prosocial behaviour that refers to any action that benefits other
people, without any self-interest. The term conscientiousness defines a personality
trait that indicates the degree to which a person is organised, dependable,
committed, perseverant, and focused. Civic virtue refers to employees’ participation
in the activities of the organisation such as meetings and training organised by the
company to keep abreast of the current standing of the organisation and also to
enhance their skills. Courtesy is an attitude which means that the employees in the

49

Syed A. Jilani and Mahnur Gilani
organisation treat each other with respect. The working environment would be more
comfortable and make things easier for the employees to work in a team. The last of
the five types of organisational citizenship behaviour is sportsmanship which
indicates the positive attitude of the people towards their work. They do not complain
when faced with challenges in their work, instead they find solutions to come out of it
by performing their level best.
According to Organ’s (1988) definition of organisational citizenship behaviour,
healthcare professionals might display organisational citizenship behaviour by
covering shifts for colleagues who are late or sick, talking to each patient with
respect and patience even with the busy, and often extremely stressful, work
environment, delaying taking refreshment breaks to put the needs of patients first,
actively taking part in improving rules and procedures in a healthcare setup to make
them easier for both other healthcare employees or patients, helping orient new staff
into the team and making them aware of rules and procedures. The healthcare
profession is a profession in which the success of the organisation and the wellbeing
of patients which is the utmost objective, is highly dependent on healthcare
professionals going above and beyond, displaying organisational citizenship
behaviour. The stress level associated with the nature of the job affects the
organisational citizenship behaviour of healthcare professionals (Nabirye et al., 2011;
Kokoroko and Sanda, 2019).
Dimensions of Organisational Justice
Organisational justice should present in all the work environments, from
organisational activities to allocation of rewards, intrinsic and extrinsic and any
interaction between colleagues. There is a strong impact of an organisation’s
philosophy on employees’ attitude and emotions such as organisational citizenship
behaviour and job satisfaction (Castillo and Fernandez, 2017). By exploiting or
manipulating these factors during policymaking and recruitment procedures, top
management could have a strong command on the organisation’s progress and
effectivity. Organisational justice impacts directly, as well as indirectly, on employees’
extra-role behaviour (Ali, 2016). There are three coincidental but well-defined
domains of organisational justice: distributive, procedural, and interactional.
Distributive justice is the employees’ perceived fairness of distributions of rewards,
both intrinsic and extrinsic such as wages, promotions, social approval, job security
according to their education, training, experience, and work performance based on
different philosophical ideas such as equity, equality, and need (Baldwin, 2006). The
equity principle is the distribution of rewards according to the employee's input to
work. In ‘equality’, everyone enjoys the same benefits, whereas ‘need’ relates to
personal circumstances of the employees such as disability allowance (Steiner et al.,
2006).
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In terms of procedural justice, employees need to know why policies are in place,
why certain procedures are carried out in a certain manner and why outcomes or
rewards are distributed in a certain way. An organisation must keep employees fully
aware of the agenda and strategy used to achieve a certain goal. The fulfilment of
key attributes such as voice, transparency, fairness, clarity, and impartiality for
implementation of organisational procedures is perceived as procedural justice
(Cloutier et al., 2018). Demonstration of these principles provides evidence of the
extent to which employees are valued and appreciated by their organisations and
increases employees’ trust, confidence, and commitment (Boe, 2019).
Interactional justice deals with fairness in informational and interpersonal tasks
among employees. The perception of justice relating to any explanations that are
provided, and the conveying of information such as why procedures are conducted in
a certain way is called informational justice (Muzumdar, 2012), whereas dealings of
all employees, from top to bottom, with one another is interpersonal justice.
Organisations that depict the culture of ‘hard management’ by using verbal forms of
aggression such as yelling at employees, talking with disrespect by layoff agents,
bullying, harassing and humiliating employees, create an unfavourable working
environment and impose a negative impact on the perception of justice among
employees (Yahaya et al., 2012; Richter et al., 2018). It is suggested that equitable,
unbiased, and even-handed supervision reassures employees that they are valued
and promotes a sense of belonging. Good working relationships are essential to the
smooth functioning of an organisation (Swalhi, Zgoulli and Hofaidhllaoui, 2017).
These virtues are significantly and negatively associated with emotional burnout and
hence incur a positive impact on employees’ and organisations’ performance in
general (Zoghbi-Manrique-de-Lara and Ting-Ding, 2017; Kyei-Poku, 2019; Lee and
Chui, 2019). Demonstration of interactional justice among employees is a powerful
antecedent of the employee’s exhibition of organisational citizenship behaviour and
reduced turnover intention (Muzumdar, 2012; “Human resource practices and their
association with perceived organisational support: The mediating effect of
interactional justice,” 2019).
Job Satisfaction
Job satisfaction is a multifaceted construct, one that considers feelings of
employees, and also considers how intrinsic and extrinsic job elements may affect
them. Job satisfaction is a feeling that appears as a result of the individual's
perception of how well their job meets their needs, whether they be financial needs
or psychological ones (Aziri, 2011). The intrinsic factors which can affect employees’
satisfaction at work are recognition of their services, along with opportunities for
personal development and promotion, whereas the extrinsic factors include job
security, remuneration, workplace environment, colleagues and management
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(Plumed Polo, 2016; Abuhashesh, Al-Dmour and Masa’deh, 2019; Ali et al., 2019).
The phenomenon of job satisfaction is crucial in terms of organisational success, due
to its strong impact on employees’ motivation and productivity (Saifi and Shahzad,
2017). It is proven that there is a significant link between job satisfaction and
performance. The higher the job satisfaction, the higher the employee’s performance
and job commitment will be (Susanty and Miradipta, 2013). On the other hand,
dissatisfaction at work and job strain negatively impacts the employee’s
performance, identified in a study performed among Iranian nurses (Wazqar et al.,
2017).
Turnover Intention
Turnover Intention is defined as ˝conscious and deliberate wilfulness to leave the
organisation˝ (Tett and Meyer, 1993). There are many negative consequences for
employees leaving the organisation such as customers’ dissatisfaction, the reduction
of employees’ job commitment and morale, increased costs of rehiring and training
(Emiroğlua, Akova and Tanrıverdi, 2015). Highly-skilled employees are especially
important to organisations and losing them can be very disruptive for an
organisation, especially ones that deliver services to customers. The reasons for
employee turnover can be categorised as work-related, e.g. work environment,
remuneration, etc., individual factors e.g. employee demographics and external
factors e.g. recession, and the unemployment rate (Tian-Foreman, 2009).
Purpose and Significance of the Study
Healthcare organisations range from government-funded health services, private
hospitals, nursing homes, polyclinics, and solo-general practitioner services. All
these healthcare organisations, irrespective of the number of employees, are based
on team-oriented culture. The team usually comprises licensed healthcare
professionals and non-licensed governing bodies. Justice and collaboration between
the two parties play a vital role in the provision of care services to the clients. Due to
the stressful nature of work done by healthcare professionals at all levels ranging
from consultants, specialists, resident doctors, general practitioners, nurses,
healthcare assistants and other allied medical professionals, it is mandatory for the
organisation to keep fairness and justice among all workers in every aspect (Ghasi,
Ogbuabor and Onodugo, 2020). This avoids unrest and reduces stress, the workers
will be more satisfied with their allocated job, perform well resulting in successful
outcomes, leading to reduced turnover intention (Wang et al., 2012; Sultana et al.,
2019). Therefore, it is very important for healthcare organisations to create a
justified environment for all those who work together towards a common goal and all
the team-players should perceive this fairness to keep their morale high and achieve
the level of work satisfaction. When fair treatment is given to all employees, they are
more galvanised and inspired, resulting in a positive work attitude.
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The selection of healthcare professionals for this research adds another perspective
and research dimension to the currently limited research material on organisational
justice and organisational citizenship behaviour among healthcare organisations in
Ireland. This study aimed to gain more insight into the plight of healthcare
professionals and to identify the extent to which both these factors, organisational
justice and organisational citizenship behaviour, interact in a healthcare setting. It
also addressed how organisational justice in healthcare settings can have an impact
on job satisfaction and turnover intention of healthcare employees, influencing the
effectiveness of the healthcare organisation. This research may be of practical value
to the management in healthcare organisations and can help improve the working
conditions of healthcare professionals and thus provide benefits to the healthcare
industry.

Method
Research Strategy: This is a quantitative analysis of a cross-sectional survey,
performed among the registered healthcare professionals working in Ireland.
Population and Sampling: The sample was working healthcare professionals,
including general practitioners, doctors, nurses, and healthcare assistants working in
Ireland. The snowball sampling technique, which is a non-probability sampling
method was adopted to reach the potential participants. The total responses
collected during data collection were 53. Almost an equal number of females (n=26,
49.1%) and males (n=27, 50.1%) completed the research questionnaires. The data
was analysed by using the SPSS.
By profession, 49.1% nurses (n=25) completed the research questionnaires while
28.3% were doctors or general practitioners (n=15) and 18.9% were healthcare
assistants (n=10).
The age range of the participants was between 25 to 65. Half of the participants
belonged to the age group 26 – 35 years (n=25). Most of our research respondents
(n=29) were working around 40 – 60 hours, which is 54.7% of the total respondents.
The number of participants (n=10) working over 60 hours a week were mostly
doctors or general practitioners which is about 18.8%.
Data Collection: The questionnaire used for this study was formulated by selecting
valid and reliable inventories from the previous work of researchers. A Google
survey form was developed comprising a brief description of the survey purpose,
consent form, demographics, organisational citizenship behaviour instrument with
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three of its five dimensions, comprising 12 items (Podsakoff et al., 1990),
organisational justice scale consisting of 20 items (Niehoff and Moorman, 1993), job
satisfaction comprising 10 items (Goetz et al., 2013), and turnover intention scale
comprising 6 items (Bothma and Roodt, 2013). Demographic information obtained in
this study was age, sex, profession, experience, and work hours.
Three of the five dimensions of organisational citizenship behaviour considered
were altruism, courtesy, and sportsmanship which are of major concern for
healthcare professionals and the rest were not included in the tool. There were four
items for each dimension. All the items were measured on a 5-point Likert scale from
1 (Strongly Disagree) to 5 (Strongly Agree). The organisational justice tool consisted
of 20 items and was divided into three parts, distributive justice comprising five
items, procedural justice comprising six items and interactional justice comprising
nine items.
After the formulation of the questionnaire, links were sent via mail, text and through
social media platforms like LinkedIn. The survey link remained open initially for four
weeks and then extended for another two weeks with a reminder sent to all potential
respondents to receive more responses.

Results
The descriptive and inferential analyses were performed to determine the
frequencies of all variables and correlation between the variables, respectively. The
variables with their mean (M) and standard deviation (SD) values are mentioned in
table 1. The minimum and maximum score achieved by the respective instruments
are also mentioned in Table 1.

Table 1: Frequencies of all the Variables
Variable

Mean (M)

Std. Deviation

Minimum

Maximum

(SD)
Distributive Justice

13.28

4.67

7.00

25.00

Procedural Justice

17.01

5.78

6.00

30.00

Interactional Justice

27.07

9.25

10.00

45.00
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Altruism

16.60

3.24

7.00

20.00

Courtesy

16.58

3.36

5.00

20.00

Sportsmanship

13.58

4.40

4.00

20.00

Job Satisfaction

44.37

12.38

20.00

66.00

Turnover Intention

19.18

3.94

10.00

24.00

The analysis of the relationship between gender and dimensions of organisational
citizenship behaviour exhibited negligible difference among male and female
healthcare professionals. An independent samples t-test indicated that there was no
significant difference between females (M=16.15, SD=2.98) and males (M=17.03,
SD=3.48) in relation to altruism levels [t (51) =-.98, p=.327]. There was no significant
difference between females (M=16.46, SD=3.91) and males (M=16.70, SD=2.81) in
relation to courtesy level [t (51) = -.26, p=.796], and also no significant difference
found between females (M=15.03, SD=3.20) and males (M=12.70, SD=5.12) in
relation to sportsmanship level [t (51) = 1.98, p= .053]. The mean and standard
deviation values for altruism, courtesy, and sportsmanship for female and male
healthcare employees are mentioned in Table 2, whereas the t-value and p-value are
shown in Table 3.
Table 2: Tendency of organisational citizenship behaviour in female and male
respondents
Organisational Citizenship
Behaviour

Sex

Number
(n)

Mean(M)

Std. Deviation
(SD)

Altruism

Female

26

16.15

2.98

Male

27

17.03

3.48

Female

26

16.46

3.91

Male

27

16.70

2.81

Female

26

15.03

3.20

Male

27

12.70

5.12

Courtesy
Sportsmanship
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Table 3: Hypothetical t-test analysis of dimensions of organisational
citizenship behaviour
Dimensions of OCB

t-value

df

p-value

Altruism (equal variances assumed)

-.989

51

.327

Courtesy (equal variances assumed)

-.260

51

.796

1.98

51

.053

Sportsmanship (equal variances
assumed)

Pearson’s correlation coefficient (Pearson’s r) was used to measure the strength of
the association between the tested variables. A Pearson's r correlation showed that
there was a weak non-significant positive relationship between distributive justice
and altruism (r =.166, p=.236), courtesy (r =.131, p=.350) and sportsmanship (r
=.143, p=.308). A strong significant positive relationship between procedural justice
and altruism (r = .522, p< .001), courtesy (r = .477, p< .001) and a negative
relationship with sportsmanship (r = -.170, p=.223) was identified among healthcare
employees. There was a strong significant positive relationship between interactional
justice and altruism (r =.564, p< .001), courtesy (r = -.398, p=.003). and a negative
relationship with sportsmanship (r = -.196, p=.159). Hence the effects of procedural
and interactional justice on the three tested dimensions of organisational citizenship
behaviour were identified as same. The above-mentioned Pearson’s r values are
shown in Table 4.
Pearson’s correlation between the domains of organisational justice and job
satisfaction showed that there was a weak non-significant positive relationship
between distributive justice and job satisfaction (r =.195, p=.163), moderately strong
significant positive relationship between procedural justice and job satisfaction (r
=.356, p=.009), and the same correlation between interactional justice and job
satisfaction (r =.346, p=.011). The above-mentioned Pearson’s r values are shown in
Table 4.
Pearson’s correlation for all types of organisational justice and turnover intention
showed moderate to strong negative effect on the turnover intention among
healthcare professionals. Pearson’s r values obtained for distributive justice,
procedural justice, and interactional justice regarding turnover intention were (r =
-.588, p< .001), (r = -.306, p=.026), and (r = -.352, p=.010) respectively and shown in
Table 4.
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Table 4: Correlations between the variables
Variables

Pearson's r
correlation

Correlation

Distributive justice & altruism

r =.166, p=.236

weak positive

Distributive justice & courtesy

r =.131, p=.350

Weak positive

Distributive justice &

r =.143, p=.308

weak positive

Distributive justice & JS

r =.195, p=.163

weak positive

Distributive justice & TI

r = -.588, p< .001

strong negative

Procedural justice & altruism

r = .522, p< .001

strong positive

Procedural justice & courtesy

r = .477, p< .001

strong positive

Procedural justice &

r = -.170, p=.223

negative

sportsmanship

sportsmanship

relationship

Procedural justice & JS

r =.356, p=.009

moderate positive

Procedural justice & TI

r = -.306, p=.026

moderate negative

Interactional justice & altruism

r =.564, p< .001

strong positive

Interactional justice & courtesy

r = -.398, p=.003

strong positive

Interactional justice &

r = -.196, p=.159

negative

sportsmanship

relationship

Interactional justice & JS

r =.346, p=.011).

moderate positive

Interactional justice & TI

r = -.352, p=.010

moderate negative

Discussion
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The results of this study shed light on critical issues for both healthcare human
resource managers and policymakers. Healthcare organisations need expert and
efficient employees to provide quality care services and improve in all aspects,
especially in hospitals and nursing homes. The mainstay of the healthcare system
should be to create a culture of justice in all forms and to supervise and manage
employees effectively (Chen et al., 2015). The culture of fairness in an organisation
enhances employees’ job satisfaction, reduces burnout and turnover intention,
promotes knowledge sharing and innovative performance, and encourages
citizenship behaviour (Galletta and Portoghese, 2012; Huang, You and Tsai, 2012;
Imran, 2015; Brienza and Bobocel, 2017; Akram et al., 2020).
It has been identified from this survey that there is an overall positive relationship
between organisational justice and organisational citizenship behaviour. Nastiezaie
and Jenaabadi (2016), also reported that the exhibition of organisational justice has
a significant and positive correlation with organisational citizenship behaviour. On the
other hand, Pekurinen et al. (2017) conducted a study on nurses’ attitude and stated
that lack of organisational justice can hurt the behaviour of nurses towards each
other and can even harm patient-nurse interactions. A study was performed on
Korean employees and it was found that perceived injustice during work is
associated with increased risk of occupational disease and absenteeism (Min et al.,
2014). The other study found that lack of organisational justice led to
counterproductive work behaviour among Chinese public servants (Mingzheng et al.,
2014). Another study conducted by a researcher outlined that procedural injustice is
the lead motivator for deviant behaviour in the workplace (Michel and Hargis, 2017).
This study found that there is a weak relationship between distributive justice and the
three tested dimensions of organisational citizenship behaviour, altruism, courtesy,
and sportsmanship. This challenges previous studies that proved that distributive
justice is a strong predictor of organisational citizenship behaviour (Tremblay et al.,
2010; Yaghoubi, Afshar and Javadi, 2012; Biswas, Varma and Ramaswami, 2013).
According to the results, procedural justice is strongly correlated with altruism and
courtesy, which is in line with prior studies that identified procedural justice as an
important indicator of organisational citizenship behaviour (Pan et al., 2018). Our
results show a negative correlation between procedural justice and sportsmanship.
This is in line with research conducted by Wan (2015), who found that the perception
of procedural justice in employees had negative correlations with courtesy and
sportsmanship. Both these results challenge prior studies which find that there is a
positive relationship between procedural justice and the domains of organisational
citizenship behaviour (Charles, 2016).
The study also reaffirmed that interactional justice is a strong indicator of
organisational citizenship behaviour. The results are consistent with other research
that found that interactional justice is significantly related to organisational citizenship
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behaviour (Wan, 2015; Özbek, Yoldash and Tang, 2016). However, once again,
interactional justice is found to be negatively correlated to sportsmanship.
This study concluded that there is a moderate positive relationship between all
divisions of organisational justice and job satisfaction. Procedural justice had the
most influence followed by interactional justice and then distributive justice. This is
consistent with previous research which proves that perception of justice in
organisations affects job satisfaction (Haar and Spell, 2009; Dundar and Tabancali,
2012). According to some researchers, procedural justice has a stronger influence
than distributive justice on job satisfaction (Ahmadzadeh Mashinchi et al., 2012).
This study reaffirms this view.
As for the relationship between organisational justice and turnover intention, it was
found that the perception of justice in organisations will lead to a decrease in
turnover intention. In this research, distributive justice was found to have a very
strong significant negative effect on turnover intention. Procedural justice and
interactional justice also had a moderately significant negative effect on turnover
intention. The findings of this study are consistent with work done by other prominent
researchers who found that all three types of organisational justice have significant
effects on the turnover intention of employees. (Öztürk, Ass and Bedük, 2016;
Tourani et al., 2016; Tsai, Wu and Chen, 2017; Jilani, 2020; Mengstie, 2020).
The opinion about gender groups displaying organisational citizenship behaviour is
controversial. In this survey, it has been found that there is no significant relationship
between gender and dimensions of organisational citizenship behaviour, which is
supported by another researcher (Irmawati and Bekti Retnawati, 2018). However,
some researchers have found that men tend to display some of the dimensions of
organisational citizenship behaviour such as civic virtue, courtesy and sportsmanship
more than their women counterparts (Punia and Shyam, 2017). Another study
performed among Chinese employees reported that men exhibit more organisational
citizenship behaviour than women across all the dimensions (Gao, 2020).

Limitations of this Research
This study aimed to include more than 100 healthcare professionals working across
Ireland but only 50 survey questionnaires were completed by healthcare
professionals. This group was difficult to gather data from as healthcare
professionals have many commitments and often cannot find time to take part in
research or other activities. The respondents varied greatly in terms of their nature of
work and general working situations which may have caused ambiguity in the
interpretation of the results. Additionally, there may be other factors or relationships
affecting variables and this may affect results. Results cannot be generalised to any
subgroup of health professionals. This study did not consider any work-related
attitudes that could have affected job satisfaction, organisational citizenship
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behaviour, perception of organisational justice, and turnover intention. Causal
analysis of organisational justice could not be determined as this was a transverse
study. Additionally, organisational justice and organisational citizenship behaviour are
subjective measures in this study so it should be taken into consideration that the
responses are not a true representation of the employees’ attitude.

Recommendations and Further Research
Research on a large scale is required with the collaboration of public and private
healthcare regulatory bodies to evaluate and identify the driving forces for
organisational citizenship behaviour and turnover intention among Irish healthcare
employees. Organisations should provide adequate training for management to
enhance specialist and interpersonal skills. These skills will improve relationships
between healthcare professionals and their management. It is crucial in resolving a
conflict between staff and management and thus improve the overall performance of
healthcare organisations and professionals.

Conclusion
Healthcare organisations are some of the most complex organisations both in terms
of hierarchy and delivery of service. Employee JS and organisational citizenship
behaviour is crucial to the success of such organisations as the services are related
to human care. There is a lot of stress due to the nature of the job and the
responsibility on employees’ shoulders for efficient and effective delivery of service,
keeping the quality high and maximum. However, even then, it seems that not much
consideration is given to facilitate the virtues of organisational citizenship behaviour
and its determinants in the healthcare industry. Based on this study it can be
concluded that organisational justice is a strong indicator of organisational
citizenship behaviour which in turn influences the quality-of-care delivery and
efficiency of care providers by enhancing job satisfaction, job commitment, personal
motivation and simultaneously minimising job stress, burnout, and turnover intention.
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