Organizational Justice and its Role in Shaping Employee Commitment: A Social Exchange Theory Insight in Public Hospitals in Ethiopia 

Abstract 
This study investigates the effect of organizational justice practices on employee commitment in public hospitals in Ethiopia. Grounded in social exchange theory, the study examines how procedural justice, distributive justice, interpersonal justice, and informational justice variables influence employee organizational commitment at the hospital level. Using a cross-sectional survey design, we collected data from a sample of 371 health professionals across a stratified sample of public hospitals using a five-point Likert scale questionnaire. Data analysis implemented descriptive analysis, measurement model assessment, and partial least square structural equation modeling (PLS-SEM) by SMART PLS software, and tested the proposed hypothesized relationships via bootstrapping analysis. The findings revealed that, except for informational justice, all the exogenous variables have a positive and significant effect at p < 0.05, demonstrating that distributive justice, procedural justice, and interpersonal justice substantially influence public hospitals’ employee commitment. The study provides empirical evidence from a developing country healthcare setting by suggesting insights for healthcare managers, policymakers, and stakeholders about the relevancy of organizational justice for determining public hospital employee organizational commitment. The result highlights the necessity of continuous monitoring and evaluating and guiding to assure the exercise and to strengthen fairness in healthcare sectors, meanwhile; it plays a vigorous role in influencing employee commitment to their institutions. 
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1. Introduction
 In the globalization of workforces and rapid technological advances, managing diverse teams across various locations has become increasingly complex. To address these challenges, they increasingly endorsed to adopt justice-based HRM strategies (Mirsepasi et al., 2014; Azeem et al., 2015). These strategies emphasize fairness in resource distribution, decision-making, interpersonal treatment, and communication, all of which strengthen organizational culture and foster trust and employee commitment (Kurian, 2018; Ajlouni et al., 2021). Organizational justice refers to employees' perceptions of fairness in workplace actions, interactions, policies, and outcomes  and is often defined as adherence to ethical, legal, or fair standards, making it a critical concern for both employers and employees (Colquitt et al., 2013). The concept of organizational justice emphasizes the worth of managerial choices, perceived equity, and the relationships between individuals and organizations (Sri, 2013; Pracha et al., 2017).
 Organizational justice not only creates and maintains a stable work environment but also serves as an important indicator of employees’ mental states and behaviors. For this reason, employee justice perceptions determine individuals to invest effort and add value to organizations (Athar et al., 2018; Fafasakin, 2021). Similarly, when employees perceive unfairness, they may respond reciprocally through absenteeism, turnover, and decreased commitment and productivity (Repa & Barreiro, 2018). As a result, organizational justice and employee commitment have become prominent research topics in human resource management and organizational behavior (Swarts et al., 2019; Supriya & Dadhabhai, 2020). In today's competitive world, organizational excellence is unattainable without a committed workforce who are working cohesively toward shared goals (Đorđević et al., 2020; Gilbert & Konya, 2020). In resource-constrained settings, such as Ethiopian public hospitals, they magnified the challenges of implementing organizational justice. As a result, it significantly erodes employee commitment and the quality of healthcare services delivered to the community (Tenaw et al., 2021; Bizunesh et al., 2023). 
 Indeed, Ethiopia challenged by a substantial dearth of health professionals; the proportion is just 0.96 per 1,000 population, which is far below the African average of 2.2 per 1,000 and five times lower than the minimum threshold of 4.45 per 1,000 set by the WHO to meet sustainable development health targets (Haileamlak, 2018). Though studies inform the critical role of organizational justice in determining employee commitment and hospital efficacy, studies on this subject remain scarce in African contexts, particularly in sub-Saharan countries, including Ethiopia (Chidinma et al., 2020). Similarly, the levels of health professionals’ commitment and job satisfaction are not well identified in the region (Bekahegn et al., 2021). 
Even if studies examining employee commitment in Ethiopia are few, the existing studies show that levels of commitment decline over time and are often perceived as low, particularly in public institutions (Fantahun et al., 2023). Health professionals in Ethiopia show low organizational commitment and high grievances and turnover intentions (Girma et al., 2021; Arage  et al., 2022). In southern Oromia's public hospitals, organizational commitment is notably low (Bizunesh et al., 2023); only one-third of nurses have a better level of commitment (Gizaw et al., 2016). Zerihun and Kaur (2018) reported that employees feel a lack of agency and emotional attachment, and they often stay due to a deficiency of better opportunities rather than a desire to remain. Hence, without an adequate number of committed professionals and supportive health workers, it is impossible to establish an effective and efficient health system (Mbindyo et al., 2009).
And there is a dearth of empirical evidence on the relationship between organizational justice and employee commitment in Ethiopia’s public healthcare sectors (Adugna et al., 2022; Deressa  et al., 2022).  But understanding the interplay between these variables within Ethiopian public hospitals is essential for addressing persistent challenges and fostering a culture of fairness and productivity (Fantahun et al., 2023). Literature in Ethiopia indicates that both public and private organizations face significant challenges related to fairness in their operations. These issues often lead to frequent employee grievances, job strikes, and lowering performance (Demissie & Gajendran, 2016; Gezahegn, 2019). Likewise, though employee commitment influenced by a range of factors, not clearly known which are more significant. The existing literatures reveal inconsistent findings regarding the separate effects of organizational justice dimensions on commitment. Thus, reaching a consensus about these factors is essential for enhancing commitment and improving overall organizational performance (Arage et al., 2022; Suraje et al., 2023). Consequently, this study investigated the effect of organizational justice dimensions on employee commitment, particularly in public hospitals in the Amhara regional state of Ethiopia.
2. [bookmark: _Toc211449645]Literature Reviews and Proposed Hypotheses 
2.1  The Link Between Organizational Justice and Employee Commitment 
Previous studies have shown that, even though many factors influence employee commitment, organizational justice is a key determinant (Ramamoorthy & Stringer, 2017; Imamoglu et al., 2019; Deressa et al., 2022). As well as, for organizations to achieve their goals, fostering employee commitment and creating a fair environment is crucial (Suliman & Al Kathairi, 2013; Karanja, 2017). This suggests that employees' positive perceptions of organizational justice enhance motivation and commitment, helping to reduce intentions to leave, absenteeism, and counterproductive behaviours (Buluc & Gunes, 2014; Asim et al., 2016). Notably, employee attitudes, whether positive or negative, are significantly shaped by their perceptions of organizational justice, which they often prioritize above other organizational factors (Asim et al., 2016; Athar et al., 2018; Sayed et al., 2021). Particularly, perceived procedural, distributive, interpersonal, and informational injustices can impact commitment levels in Lagos State firefighters (Etim & Okudero, 2019). Azubuike and Madubochi (2021) also pointed out a positive correlation between employee commitment and procedural justice, noting that those who experience workplace injustice may exhibit varying degrees of negative behaviour.
Some research brought up a strong relationship between organizational justice and employee commitment, suggesting that perceptions of fairness significantly influence commitment levels (Ari & Çağlayan, 2017; Imamoglu et al., 2019). This aligns with findings from developed Western nations, showing that justice is valued across different cultural contexts. It needs more research in developing Eastern nations to address the knowledge gap because of the lack of prior studies in these regions (Suifan, 2019). Sometimes, though, organizations may strive for fair treatment, but employees can still perceive inequities in their treatment (Murtaza et al., 2011). Karimaei and Amiri (2013) found a significant relationship between procedural and distributive justice and the three dimensions of employee commitment, and Raza et al. (2013) found positive associations between the three dimensions of organizational justice and employee commitment. Besides, an investigation in southwest part of Turkey at five-star hotels from 554 samples, entitled “Effects Of Organizational Justice, Trust and Commitment on Employees’ Deviant Behaviour”, confirmed that organizational justice and organizational trust have a positive and significant effect on normative commitment (Demir, 2011).  
Even though the justice perception of employees has a significant impact on their commitment, there are inconsistent findings related to specific dimensions of justice. For instance, Jang et al. (2021 and Deressa  et al. (2022) confirmed the significant impact of distributive justice on employee commitment. Different from these findings, a study conducted in India among health professionals reveals that distributive justice does not have a substantial effect on employee commitment (Urmila, 2015). Many researchers found the significant positive effect of procedural justice on employee commitment (Buluc & Gunes, 2017; Imamoglu et al., 2019; Deressa  et al., 2022).  In the same way, perceived procedural injustices can impact commitment levels, as shown  a study conducted in Lagos State (Etim & Okudero, 2019). Conversely, Urmila (2015) reported that distributive justice does not have a noteworthy influence on healthcare workers’ commitment. Likewise, a study on the hospitality industry didn’t find a direct relationship between commitment and procedural justice (Ghaderi et al., 2023). 
Similarly, some studies argued the noteworthy positive effect of interpersonal justice on employee commitment (Turgut et al., 2012; Raza et al., 2013). In the same way, Etim and Okudero (2019) underpin the significant positive effect of interpersonal justice on employees’ commitment levels in Lagos State. However, Urmila (2015) reported that interpersonal justice does not influence Indian health professionals’ commitment. Studies also confirmed the significant effect of informational justice on employee organizational commitment (Agari; Etim & Okudero, 2019; Hussain & Nisar, 2023). Whereas Thorn (2010) and Rai (2013) said informational justice failed to significantly influence employee commitment, and Lane and Aplin-Houtz (2023) clearly claimed informational justice does not directly affect commitment but through other moderation or indirect effects. And a study in the Jimma zone of  Ethiopia’s public health facilities by Deressa  et al. (2022) showed that among justice dimensions, only distributive justice and procedural justice have a significant effect on commitment.  
2.2 [bookmark: _Toc186208945][bookmark: _Toc186208946]Theory Linking Organizational Justice and Employee Commitment
2.2.1 Social Exchange Theory
Social exchange theory (SET), first developed by George Homans in 1958, is a dominant framework for understanding workplace behaviour. This theory suggests that the foundation of relationships is mutual exchanges. This posits that individuals evaluate the potential benefits and risks of their social interactions and will end these interactions if the risks outweigh the benefits (Cropanzano & Mitchell, 2005; Mitchell et al., 2012). SET is widely recognized in management and related fields, and it suggests exchanges involve not only tangible resources but also symbolic values such as respect and prestige (Cropanzano & Mitchell, 2005). Employees' quality and quantity of work improve when they believe their relationships within the organization will enhance their benefits (Safari & Kalani, 2016; Cherry, 2022).
Social exchange model suggests individuals seek equity in their relationships with organizations. The concepts of comparison level and options help to explain how individuals assess the merits of their exchanges, like experience, time, and talent, influencing their levels of commitment, costs, and satisfaction (Bettencourt et al., 2005; Ahmad et al., 2023). It can grounded organizational processes in social exchange theory, which asserts that when one person helps another, there is an implicit expectation to reciprocate. Through this principle and logic, an employment affiliation can be started through rational treatment of employees like fair procedures, outcome allocations, caring, and support, which creates employees’ duties to reciprocate the good commitment, which leads to significant performance (Cropanzano et al., 2002; Rupp & Cropanzano, 2002). This theory offers a basis for linking how employees' perceptions of organizational justice and their commitment and performance (Mitchell et al., 2012; Cook et al., 2013). 
Among the fundamental pillars of SET, commitment, justice, trust, and loyalty are upshots of evolving relationships with time (Cropanzano & Mitchell, 2005); these pillars demand that parties ought to show obedience towards specific rules of exchange or relationship (Ahmad et al., 2023), and many empirical findings support the suggestions of social exchange theory (Cropanzano et al., 2017). It  can enhance the effectiveness and performance of an organization through long-term relationships between organizations and their employees, as supported by social exchange theory (Cook et al., 2013; Safari & Kalani, 2016). 
To summarize, in various literature there is an agreement: the association between perceived organizational justice and employees’ commitment & behaviours is mediated through social exchange principles and norms. If employees feel obligated and committed to return fair treatment gained from the organization to guarantee a balance in their exchange with the organization, consequently this reciprocation is reflected in constructive work attitudes and contributions (Masterson, 2001; Bettencourt et al., 2005; Yagil, 2008). Therefore, since the aim of this study is to investigate the effect of organizational justice practice on employees’ organizational commitment, as the principal model, SET is used to verify the relationship between each variable. Based on theoretical and empirical reviews, we proposed hypotheses as follows. 
 H1: Distributive justice has a significant effect on public hospital employees’ commitment.
H2: Procedural justice has a significant effect on public hospital employees’ commitment.
H3: Interpersonal justice has a significant effect on public hospital employees’ commitment.
H4: Informational justice has a significant effect on public hospital employees’ commitment.
We developed a clear conceptual framework of the study (figure 1). The independent variable, organizational justice, encompasses distributive justice, procedural justice, interpersonal justice, and informational justice. It adapted these constructs are from Colquitt et al. (2001), and Cropanzano et al. (2007). The dependent variable, employee commitment is characterized by three dimensions, namely normative commitment, affective commitment, and continuance commitment, which is conceptualized based on the work of Allen and Meyer (1990) and is further supported by studies from Abdullah (2011) and Agegnehu et al. (2022).
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Figure 1: Conceptual framework 
3. Methodology 
3.1 Variables, Measurements and Instruments
[bookmark: _Hlk199655815]Organizational justice dimensions, namely distributive justice, interpersonal justice, procedural justice, and informational justice, are independent variables. We adapted the measurement items with minor modifications from Colquitt (2001), and the dependent variable employee organizational commitment, from Allen and Meyer (1990), and currently, it is the most familiar instrument to measure commitment (Abdullah, 2011). It also authenticated its suitability in various cultural situations in studies focused on Ethiopian healthcare professionals (Agegnehu et al., 2022). Instruments to collect responses from each variable were five-point Likert scale questionnaires extending from 1 (strongly disagree) to 5 (strongly agree).
3.2 Context, Sample Size and Sampling Technique 
This study primarily focused on the public health sector in Ethiopia, specifically referral hospitals in the Amhara regional state. The public health sector is a primary health services provider to the most of the population in the country (FMoH, 2021). This sector is also the main employer of Ethiopian healthcare professionals and incorporates various employees in terms of professional background, specialization, and experience. This study focused on eight main referral hospitals: Woldia, Dessie, Debre Tabor, Tibebe Gion, Gondar, Debrebirhan, Debre Markos, and Felege Hiwot, since these may have good representative ability and work within identical country administrative structures, policies, and healthcare service delivery bases like other public hospitals in the country. This may guarantee that the results from these public referral hospitals may provide substantial understandings about wider organizational dynamics of public health sectors in Ethiopia. The total population of the study comprised 5312 permanent health professionals. We determined the sample size using Yamane's (1967) formula for finite populations with a 95% confidence level and margin of error of 5%. 
The formula is      =  = 371.
Where N is the population size, n is the sample size, and e is the level of confidence interval. 
The proportional representation was assured by assigning the total sample across hospitals using a stratification formula (Kothari, 2004).     
Where n = total sample, i =1, 2, 3…K, Ni = total population of a single district, N = total population in all districts, and ni = single sample from the strata. As a result, we took forty-six from Debre Birhan Hospital out of 652, fifty from Felege Hiwot Hospital out of 712, thirty-four from Wolia Hospital out of 490, eighty-one from Gondar University Hospital out of 1151, thirty-three from Debre Markos Hospital out of 480, thirty-seven from Debre Tabor Hospital out of 534, fifty-two from Tibebe Gion Hospital out of 745, and thirty-eight from Dessie Hospital out of 548 employees. Even though 371 questionnaires were distributed, only 318 were well filled and returned and used for the data analyses. 


3.3 Methodes of Data Analysis  
[bookmark: _Hlk203758006]To analyze the data and test the proposed research hypotheses, we employed partial least squares structural equation modelling (PLS-SEM) using Smart PLS software. Because recently PLS-SEM is precisely good for the study of complex structural models with many constructs, indicators, and relationships; it makes no rigid assumptions about data distribution (Hair et al., 2021). To use PLS-SEM, the study ought to meet the minimum mandatory sample size of ten times the maximum of paths pointing to any single construct in the model (Hair & Alamer, 2022). Hence, the number of paths connected at the endogenous variable are four, creating a minimum needed sample size of 40 (4 x 10), though the actual sample size of 318 surpasses the requirement. 
4. Data Analysis 
4.1 Descriptive Analysis 
 The demographic profile investigation shows that most participants are female (55%), married (63.8%), and largely within the 31- 40 age range. Most have a first degree (54.1%) and possess over six years of work experience. 
The descriptive analysis of the study variables reveals that the average mean and standard deviation values for procedural justice (X̄ = 2.189, SD = 1.269), distributive justice (X̄ = 2.169, SD = 1.276), interpersonal justice (X̄ = 2.365, SD=1.380), informational justice (X̄ = 2.170, SD = 1.468), and employees’ organizational commitment (X̄ = 2.231, SD = 1.337) are moderately low. These show that employees exhibited low agreement to the level of hospitals implementing organizational justice aspects. As a result, employees have limited insight into fairness in distributive, procedural, informational, and interpersonal justice dimensions, which negatively influence their commitment to hospitals. 
4.2 Measurement Model Assessment	
We followed two sequential analysis phases. Initially, the measurement model (exploratory factor analysis) was prudently evaluated to ensure validity (discriminant validity and convergent validity) and reliability (composite reliability). Then, confirmatory factory analysis (PLS-SEM) was used to test hypotheses by succeeding Preacher and Hayes (2008) basic bootstrapping technique (5,000 re-samples) to investigate the effect of organizational justice on public hospital employees’ commitment. 
This model’s scale of internal consistency, or dependability, was assessed by the coefficient of Cronbach’s alpha (α) (Henseler et al., 2015). The alpha value of each variable is distributive justice = 0.702, informational justice = 0.772, interpersonal justice = 0.783, procedural justice = 0.791, and employees’ commitment = 0.898. These are greater than the smallest prerequisite of an alpha value of 0.70, which shows no internal consistency issues of items (Henseler et al., 2015).  
[bookmark: _Hlk212290286]Table 1: Measurement Model Assessment Summary Results 
	Variables
	Indicators
	Loadings
	VIF
	Cronbach's alpha
	Composite reliability (rho_a)
	Composite reliability (rho_c)
	AVE

	Distributive Justice
	DJ1
DJ2
DJ3
DJ4
	0.743
0.621
0.831
0.646
	1.319
1.586
1.410
1.657
	
0.702
	
0.755
	
0.805
	
0.511

	Informational Justice
	IFJ1
IFJ2
IFJ3
IFJ5
	0.747
0.844
0.665
0.808
	3.224
3.347
3.050
3.243
	
0.772
	
0.803
	
0.851
	
0.591

	Interpersonal Justice
	IJ1
IJ2
IJ3
IJ4
	0.717
0.793
0.822
0.779
	1.468
1.659
2.383
2.147
	
0.783
	
0.788
	
0.860
	
0.606

	Procedural Justice
	PJ2
PJ3
PJ4
PJ5
PJ6
	0.779
0.661
0.787
0.747
0.678
	1.895
1.283
1.389
1.980
1.558
	
0.791
	
0.829
	
0.852
	
0.536

	Employees Commitment
	AFC2
AFC3
AFC4
CC1
CC2
CC3
CC4
NC1
NC2
NC4
	0.669
0.656
0.707
0.820
0.810
0.747
0.724
0.688
0.738
0.659
	2.056
2.033
2.409
3.056
3.794
2.578
2.477
2.555
2.937
1.726
	
0.898
	
0.903
	
0.916
	
0.524


 Source: SMART PLS 4.1 Algorithm Analysis (2025)
[bookmark: _Hlk204111628][bookmark: _Hlk204025145]Within the measurement model assessment, convergent validity was evaluated through measures of Hair and Alamer (2022) as follows: (1) indicator factor loading, which states all values should be greater than 0.5; (2) average variable extracted (AVE), which should be greater than 0.5; and (3) composite reliability (CR), which should be greater than 0.70. The model’s convergent validity is good, because the value of each factor loading is greater than 0.50, composite reliability is above 0.70, and the average variance extracted outweighs 0.50. Therefore, convergent validity is assured since the model has adequate factor indicator reliability, strong composite reliability, and sufficient average variance extracted (Fornell & Larcker, 1981; Hair & Alamer, 2022). Each factor’s variance inflation factor (VIF) values exist within the acceptable range (3.050 to 3.347), below the threshold of 5, showing minimal multicollinearity issues (Hair & Alamer, 2022). The measurement model assessment’s summary is presented in Table 1. 
Another important metrics of measurement model assessment is discriminant validity. It ensures whether a construct is distinct from other constructs, rather than measuring the same underlying trait (Kline, 2023). The hetrotrait-monotrait (HTMT) ratio is a modern method for assessing discriminant validity in SEM, particularly in partial least squares (PLS-SEM) (Shmueli et al., 2019). It addresses the limitations of traditional methods like the Fornell-Larcker criterion by comparing the correlations between different constructs to those within the same construct. As general guidelines, when if HTMT < 0.85, there is strong discriminant validity, and when it is between 0.85 ≤ HTMT < 0.90: acceptable but warrants caution, and when HTMT is greater than 0.90, there is poor discriminant validity and constructs overlap too much (Henseler et al., 2015). Thus, in this study, the values of the heterotrain-monotrain ratio (HTMT) are within the acceptable range. The maximum value is 0.803 (see Table 2). For these reasons, there is no discriminant validity problem of constructs. 
Table 2. Discriminant Validity- Heterotrain-Monotrain Ratio (HTMT)
	Variables 
	DJ 
	IFJ 
	IJ 
	EC 
	PJ 

	Distributive Justice (DJ)
	- 
	0.437
	0.508 	
	0.803
	0.801

	Informational Justice (IFJ)
	
	- 
	0.240
	0.448
	0.532

	Interpersonal Justice (IJ)
	
	 
	- 
	0.672
	0.564

	Employees Commitment (EC) 
	
	
	
	- 
	0.783

	Procedural Justice (PJ)
	
	
	
	 
	-


Table 3:  Discriminant Validity-Fornell Larcker Criterion 
	Variables 
	DJ 
	IFJ 
	IJ 
	EC 
	PJ 

	Distributive Justice (DJ)
	0.715 
	
		
	
	

	Informational Justice (IFJ)
	0.367 
	0.769 
	
	
	

	Interpersonal Justice (IJ)
	0.410 
	0.191 
	0.778 
	
	

	Employees Commitment (EC) 
	0.705 
	0.389 
	0.575 
	0.724 
	

	Procedural Justice (PJ)
	0.687 
	0.445 
	0.468 
	0.711 
	0.732


Source: SMART PLS 4.1 Algorithm Analysis (2025)
Note: The square root of AVE is diagonal and bolder, and values below the diagonal are the correlations between the constructs. 
As per the Fornell and Larcker (1981) discriminant validity criterion, all variables are within acceptable metrics. Constructs share more variance with their own indicators than with other constructs. All diagonal values exceed off-diagonal correlations, supporting discriminant validity (Table 3). Therefore, there is sufficient discriminant validity among constructs. 
Cross-loading assessment also plays a critical role in assessing discriminant validity by ensuring that indicators are more strongly associated with their intended construct than with others (Henseler et al., 2015). Consequently, as Table 4 shows, the value of cross-loadings of each indicator is loaded higher on its assigned construct than on any other construct. Therefore, there is no discriminant validity problem.
Table 4:  Discriminant Validity-Cross Loadings 
	
	Employees
commitment
	Distributive
Justice
	Informational
Justice
	Interpersonal
Justice
	Procedural
Justice

	AFC2 
	0.669
	0.435
	0.306
	0.337
	0.567

	AFC3 
	0.656
	0.407
	0.307
	0.254
	0.567

	AFC4 
	0.707
	0.479
	0.255
	0.324
	0.480

	CC1 
	0.820
	0.596
	0.377
	0.524
	0.570

	CC2 
	0.810
	0.583
	0.298
	0.533
	0.581

	CC3 
	0.747
	0.550
	0.255
	0.492
	0.467

	CC4 
	0.724
	0.510
	0.317
	0.397
	0.404

	NC1 
	0.688
	0.489
	0.174
	0.389
	0.519

	NC2 
	0.738
	0.474
	0.254
	0.394
	0.473

	NC4 
	0.659
	0.544
	0.261
	0.444
	0.511

	DJ1 
	0.544
	0.743
	0.284
	0.361
	0.699

	DJ2 
	0.320
	0.621
	0.149
	0.229
	0.297

	DJ3 
	0.689
	0.831
	0.395
	0.364
	0.587

	DJ4 
	0.314
	0.646
	0.104
	0.141
	0.215

	IFJ1 
	0.310
	0.323
	0.747
	0.112
	0.380

	IFJ2 
	0.370
	0.302
	0.844
	0.163
	0.373

	IFJ3 
	0.187
	0.245
	0.665
	0.131
	0.268

	IFJ5 
	0.284
	0.254
	0.808
	0.182
	0.329

	IJ1 
	0.413
	0.308
	0.088
	0.717
	0.328

	IJ2 
	0.507
	0.334
	0.209
	0.793
	0.423

	IJ3 
	0.433
	0.314
	0.146
	0.822
	0.326

	IJ4 
	0.426
	0.316
	0.138
	0.779
	0.371

	PJ2 
	0.470
	0.551
	0.325
	0.328
	0.779

	PJ3 
	0.474
	0.553
	0.310
	0.312
	0.661

	PJ4 
	0.743
	0.587
	0.417
	0.436
	0.787

	PJ5 
	0.362
	0.365
	0.314
	0.213
	0.747

	PJ6 
	0.384
	0.375
	0.195
	0.359
	0.678


Source: SMART PLS 4.1 Algorithm Analysis (2025)
Measurement model assessment results verified sound convergent validity and discriminant validity of constructs and assured the model’s suitability for blending into a structural equation modelling (PLS-SEM). 
4.3 Structural Equation Modelling (PLS-SEM) Analysis 
Structural equation modelling analysis was used to evaluate the general fit following the measurement model’s confirmation. Predictive relevance (Q²), effect size (f2), coefficient of determination (R2), VIF, and significance level are key metrics used to gauge the model’s overall fit. 
As a result, employee commitment predictive relevance (Q²) is 0.635, which is exceeds the threshold established by Shmueli et al. (2019): Q² > 0 (minimal relevance), Q²> 0.25 (acceptable relevance), Q² > 0.35 (moderate relevance), and Q² > 0.50 (large relevance). Meanwhile, this study’s Q² is above the threshold of 0.50 (see Table 5), telling us the model has strong predictive significance, notifying us of the model’s general explanatory and predictive power. 
The coefficient of determination (R2) was used to assess the variance described in the independent variables. So, the employee commitment variable is robust, and predictors are properly balanced, as evidenced by the high unadjusted R2 value of 0.653 (strong explanatory power), and confirm strong generalizability, making it a highly actionable model to predict the variable (see Table 5 and Figure 2). 

[image: image16290056612021762467]
Source: SMART PLS 4.1 Algorithm Analysis (2025) 
Figure 2. Paths analysis    
The effect size (f2) analysis was also used to assess the practical significance of independent variables (Table 5), which gauges the practical magnitude and significance of the predictor's association with the endogenous variable. This was interpreted using Cepeda et al. (2019) procedures: a large effect (f2  > 0.35), a medium effect (f2 = 0.15), and a weak effect (f² = 0.02). Accordingly, all have a good effect size except for the informational justice constructs on commitment. The analysis also confirmed freedom from multi-collinearity issues between predictors with guidelines of Mason and Perreault (1991). If the value of VIF is greater than 10, the existence of multi-collinearities can be a problem, while a more conservative threshold of VIF < 3.3. In this study, all VIF values ranged between 1.260 and 2.237 (Table 5). 
Table 5. Explanatory Power and Relevancy of the Model 
	[bookmark: _Hlk199692193]Predictors 
	Endogenous Variable
	R2
	Q2
	VIF
	f2
	P-Value

	
	Employee Commitment  
	0.653
	0.635
	
	
	

	Distributive Justice
	
	
	
	1.949
	0.189 
	 0.000***

	Procedural Justice
	
	
	
	2.237
	0.122
	0.005**

	Interpersonal Justice
	
	
	
	1.307
	0.162 
	0.014*

	Informational Justice 
	
	
	
	1.260
	0.011
	0.454


Source: SMART PLS 4.1 Bootstrapping Analysis (2025)
4.4 Hypotheses Testing 
Mainly path coefficients (β) and t-values and their significance levels were considered to test the study’s hypotheses (Table 6). The result shows that distributive justice has a positive and significant effect on employees’ organizational commitment (β = 0.357, t = 7.972, and p < 0.001), leading to the supporting of the alternative hypothesis. This implies that fair allocation of outcomes and resources valuably boosts employees’ attachment to the organization. Interpersonal justice also has a significant effect on employees’ commitment (β = 0.271, t = 5.520, p < 0.001), accepting the alternative hypothesis, which states that dignified and respectful handling from managers boosts greater commitment between employees. 
Table 6. Hypotheses Testing 
	Hypothesis 
	 β(beta) Coefficients 
	Sample mean (M)
	Standard 
deviation 
	T 
value
	P 
value
	Decision 

	Distributive Justice -> Employees Commitment 
	0.357
	0.360
	0.045
	7.972
	 0.000***
	Supported 

	Informational Justice -> Employees Commitment 
	0.069
	0.071
	0.040
	1.732
	0.083
	Not Supported

	Interpersonal Justice -> Employees Commitment 
	0.271
	0.272
	0.049
	5.520
	0.000***
	Supported

	Procedural Justice -> Employees Commitment 
	0.308
	0.306
	0.048
	6.406
	0.000***
	Supported


Source: SMART PLS 4.1 Bootstrapping Analysis (2025)
Moreover, procedural justice reveals a prominent effect on employees’ commitment (β = 0.308, t = 6.406, p < 0.001), allowing us to accept the alternative hypothesis, which tells us reasonable decision-making processes within the hospital organization speed up to higher stages of employee commitment. Nevertheless, informational justice doesn’t reveal a statistically significant effect on employees’ commitment (β = 0.069, t = 1.732, and p = 0.083), suggesting we cannot accept the alternative hypothesis. This suggests that vivid communication and satisfactory clarifications of decisions may be less influential to employees’ commitment as compared to other justice constructs. 
4.3 Main Results and Discussions
The study found that public hospital justice practices are a substantial feature for employee organizational commitment. The investigation safeguarded data quality and created a robust model in both outer and inner model assessments, with no validity and reliability problems. The analysis shows that distributive justice has a significant positive effect on employee commitment. This finding is alike to the finding of  Deressa  et al. (2022), who pointed out the significant impact of distributive justice on employee commitment. Similarly, Jang et al. (2021) also discovered that employee commitment improved as a result of distributive justice, and Raza et al. (2013) found a positive association between three dimensions of organizational justice and employee commitment. In contrast to these findings, a study conducted in India among health professionals reveals that distributive justice does not have a substantial effect on employee commitment (Urmila, 2015).  Procedural justice also has a significant positive effect on employee commitment, similar to the prior study findings (Imamoglu et al., 2019; Deressa  et al., 2022).  Perceived procedural injustices can impact commitment levels, as demonstrated by a study involving firefighters in Lagos State (Etim & Okudero, 2019). Different from this, Urmila (2015) reported that distributive justice does not have a noteworthy influence on healthcare workers’ commitment. A study on the hospitality industry also didn’t find a direct relationship between commitment and procedural justice (Ghaderi et al., 2023). 
Similarly, interpersonal justice has a noteworthy positive effect on employee commitment, noting us that handling employees with politeness, respect, and dignity and ceasing from unsuitable comments valuably influences the commitment of public hospital employees. Similar to  this, Etim and Okudero (2019) confirmed the significant positive effect of interpersonal justice on employees’ commitment levels in Lagos State.  Positive perceptions of interpersonal justice among employees also lead to greater commitment to the organization and increase job satisfaction (Turgut et al., 2012; Raza et al., 2013). Inconsistent with the earlier statement, Urmila (2015) reported that interpersonal justice does not influence Indian health professionals’ commitment. In this study, informational justice has an insignificant positive effect on employee commitment. It is in line with the findings of  Thorn (2010) and Rai (2013), who found informational justice cannot significantly influence employee commitment. A study conducted by Deressa  et al. (2022) in Jimma Zone, Ethiopia, at public health facilities shows that among justice dimensions, only distributive and procedural justice have a significant effect on commitment.  Lane and Aplin-Houtz (2023) clearly claim informational justice don’t directly affect commitment but rather through other moderation or indirect effects. Contrary to this, many researchers confirmed the significant effect of informational justice on employee organizational commitment (Hussain & Nisar, 2023). 
5. Conclusions and Implications 
Taken together, this study shows that organizational justice plays a significant role in influencing employee commitment. Specifically, distributive justice, procedural justice, and interpersonal justice have statistically significant effects on public hospital employees’ commitment. But informational justice has an insignificant effect. This implies that reasonable distribution of resources, such as promotion, benefits, salary, and rewards, has a pivotal role in influencing hospital employees’ commitment to their organization. When distributive justice is ensured, employees would be motivated and committed, which would assist in boost performance. The study additionally reveals that procedural justice meaningfully affects employee commitment. This brings forward the role employees’ procedural justice perception, like decisions being consistent, free from bias, and considerate of their voice, has considerable effect on commitment. Interpersonal justice also has a substantial effect on employee commitment, enlightening that handling employees with politeness, respect, and dignity and refraining from unsuitable comments valuably influences the commitment of public hospital employees. Nevertheless, in this study informational justice does not have a significant effect on employees’ commitment, even though it is positive. This shows that public hospital employees may place greater importance on distributive, procedural, and interpersonal justice, like a fair distribution of outcomes, clear decision-making, and respectful relationships, than on communication quality. Again, this may have happed because of cultural tendencies where employees emphasize interpersonal respect more than detailed information flow. 
In brief, organizational justice shortfalls undesirably influence commitment. Failure to address inequitable salary, payment delays, bias in promotions, and workplace disrespect may lead to high absenteeism and harm commitment. Therefore, we suggest that management practices should primarily give attention to organizational justice implementation in every activity to get employee commitment and boost responsiveness, which helps for an effective healthcare system. 
5.1 Future Research Suggestions
The study mainly focused on referral public hospitals in the Amhara region, so we recommend future researchers broaden the scope by encompassing multi-regional investigation, and national diversity to identify region-specific patterns from national patterns. Directly compare the public and private health sectors within the same study design to comprehend how sector dynamics impact organizational justice insights. Similarly, develop multi-level hospitals and participant inclusions to reach a comprehensive comprehension of how organizational size, resources, complexity, and service status influence justice perceptions of employees and their commitment. It is also possible undertake a longitudinal study to trail organizational justice insights over time to comprehend trends, stability, and the impact of interventions or external events. Moreover, carrying out a replication study would be done through accompanying in the original setting after a significant period to evaluate changes over time and the consequence of any executed policies or reforms. 
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