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Abstract:  COVID-19 pandemic has adversely impacted all industries, and the hospitality
sector has been the worst hit. Drawing upon conservation of resource (COR) theory, it
was hypothesized that organizational justice as well as job embeddedness will positively
impact employees’ engagement in organizational citizenship behavior (OCB). In addition,
the moderating role of job embeddedness in organizational justice–OCB relationship
was studied. Using time-lagged data of hospitality employees om India, the results
demonstrate that of all dimensions of organizational justice, interactional justice emerges
as the strongest predictor of OCB. Further, job embeddedness was seen to have a significant
relationship with all dimensions of OCB. Support was also found for the moderating role
of job embeddedness in strengthening the positive relationship between justice perceptions
and certain dimensions of OCB. Finally, the implications are discussed enhancing our
understanding of organizational justice—job embeddedness—OCB relationship in Indian
hospitality sector during the COVID-19 pandemic, suggesting several measures which can
be taken by managers of this sector to promote employee extra role behaviors.
Keywords: organizational justice, job embeddedness, organizational citizenship
behavior, India, COVID-19..

1. Introduction

e world is going through an unprecedented crisis due to the Covid-19
pandemic, which has not only caused immense human suffering but has
also devastated the economy of most nations. Due to its large population
and one of the strictest lock-downs in the world, the Indian economy has
suffered the worst decline during the first wave of the pandemic in 2020.
According to the Centre for Monitoring Indian Economy (CMIE), over
21 million salaried jobs were lost in India between April – August 2020
(Krishnan, 2020). e hospitality sector has been among the hardest hit
with disproportionately large unemployment rates (Bartik et al., 2020).
Recent research has shown that perceived risk from Covid-19 impacts
the revisit intention of the customers (Yu et al., 2021). Despite layoffs
and potential closure, the hospitality industry must ensure meeting
customers’ expectations and earn their loyalty. is makes it imperative to
leverage employees to their best potential (Avey, 2018). erefore, service
sector employees must go beyond their prescribed duties and engage
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in organizational citizenship behaviors (OCBs) to surpass customer
expectations (Smith et al., 1983). Employee OCB is extremely important
for the hospitality sector as it has been linked to service quality (Liang,
2012) and employee performance (Chaing & Hsieh, 2012) in this sector.
Owing to its importance in this sector, it has been studied extensively in
the hospitality industry in recent times (Kalargyrou et al., 2022; Ma et al.,
2022; Wang et al., 2021).

Organizational citizenship behaviors (OCB) are defined as the
behaviors which are discretionary on the part of an individual yet
contribute to the overall functioning of the organization (Bateman
& Organ, 1983; Smith et al., 1983). ese behaviors, like helping a
struggling co-worker or voluntarily taking additional responsibilities,
have been linked to effective functioning of organizations (Podsakoff &
MacKenzie, 2009) since they have a positive impact on organizational
climate (Shin, 2012), productivity and profitability (Dekas et al., 2013),
employee retention (Ma et al., 2018), and customer satisfaction (Yildiz
& Amin, 2020), erefore, organizations consistently strive to enhance
OCBs among employees. Although previous research has shown that
leadership styles (Jha, 2014), empowerment practices (Ma et al., 2020),
and charismatic leadership (Tuan, 2020) are some the important
predictors of OCBs, there is a need to identify other factors which
contribute to the employees’ engagement in OCBs.

e Covid 19 pandemic has disrupted the very nature of the hospitality
industry since the focus has shied to physical distancing and avoiding
human interaction (Khoa et al., 2021). e resultant emphasis on
technology replacing human touch has accelerated an already growing
trend of cost cutting since advent of fourth industrial revolution
(Mahmoud, 2021), with estimates of up to 42% permanent job losses
(Semuels, 2020). is has not only increased employee anxiety about job
security and consequent adverse psychological effects but has also resulted
in negative organisational outcomes like decrease in OCB and customer
orientation and increased turnover intentions in the sector (Mahmoud
et al., 2021). Given the context, it is imperative that organisations are
perceived to be just and fair towards their anxious employees to provide
them with a sense of security and stability.

In order to contribute to the existing literature, the present
study assesses the impact of various dimensions of organizational
justice on OCBs. Defined as people’s subjective fairness perception
in organizations, organizational justice is normally classified into
three major dimensions (Colquitt, 2001), namely distributive justice,
procedural justice, and interactional justice. It has been linked
to many favorable outcomes such as proactive customer service
performance (Abuelhassan & AlGassim, 2022), employee engagement
and performance (Liu et al., 2022), and innovative behavior (Li et al.,
2022). On similar lines, the feelings of injustice by the employees may lead
to counterproductive work behaviors like interpersonal and production
deviance (Collins & Mossholder, 2017). erefore, it is crucial for the
managers in the hospitality sector to have an understanding about the
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concept of justice and how it enhances the employees’ engagement in
OCBs.

However, it needs to be understood that although justice is a
universal value, cultural differences have a significant influence on justice
perceptions as well as reactions to injustice. India has traditionally been
viewed as a high-power distance culture with a unique caste system which
even formally “sanctions” the status (Mahalingam, 2003). Personal goals
and a sense of achievement are key motivations in individualistic cultures
like the USA and Western Europe, and any perception of injustice
hampering these is likely to evoke sharp response (Li & Cropanzano,
2009). In contrast, there may be more tolerance in collectivist cultures,
where the focus may be more on maintaining interpersonal harmony.
Further, the premise that people react unfavorably when they have little
voice in decision making process is well established in studies carried out
in the USA (Blader & Tyler, 2003; ibaut & Walker, 1975). However,
Brockner et al. (2001) shows that chances of this happening are less likely
in hierarchical and formal cultures like India. e setting of the study in
the context of the Indian hospitality sector provides the prism to view the
cultural nuances in the relationships between variables.

Further, although several taxonomies of OCB have been proposed and
discussed in the literature (e. g., Moorman & Blakely, 1995; Podsakoff
et al., 1990), researchers in the hospitality sector have proposed a
three-dimensional framework of OCB consisting of OCB towards the
organization (OCB-O), OCB towards the co-workers (OCB-I) and
OCBs towards external customers (OCB-C), capturing the full range of
hospitality employees’ OCB (Ma et al., 2013). Conceptualizing OCB in
terms of OCB-O, OCB-I and OCB-C is prevalent in hospitality contexts
as OCB is targeted at internal and external customers (Ma et al. 2020).
erefore, for the present study, OCB will be operationalized using this
taxonomy consisting of OCB-O, OCB-I and OCB-C.

e study further aims to investigate if job embeddedness
influences the relationship between organization justice and OCBs.
Job embeddedness is defined as the collection of forces that tie people
to their job and organization (Crossley et al., 2007; Mitchell et al.,
2001). It incorporates both on-the-job and off-the-job embeddedness,
with each having three key dimensions, viz. fit, links and sacrifices.
ese dimensions combine to form an individual’s aggregate level of
embeddedness. In recent times, the construct of embeddedness has
gained increased attention in the hospitality sector as it has been
shown to influence a large number of individual and organizational
outcomes like employee engagement (Guan et al., 2020), employee
retention (Yam et al., 2018), affective commitment (Ampofo, 2020),
and proactive customer service performance (Chan et al., 2019). In the
present study, we propose that job embeddedness will moderate the
positive relationship between organizational justice and OCB, making
the relationship stronger.

In sum, the study aims to fulfil two broad objectives. Firstly, it examines
the effect of organizational justice perceptions (distributive, procedural
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and interactional) and job embeddedness on the three dimensions
of OCB, viz. OCB-O, OCB-I and OCB-C in the hospitality sector.
Secondly, it aims to investigate the moderating role of job embeddedness
between different dimensions of organizational justice and OCB. e
framework of the conservation of resources (COR) theory was utilized to
explain the findings.

e COR theory (Hobfoll, 2001) argues that individuals in a
workplace are constantly looking to increase their resources either
by acquiring more resources or by minimizing resource loss or both.
Resources here are “those objects, personal characteristics, conditions,
or energies that are valued” (Hobfoll, 1989, p. 516). According to this
theory, the individuals are not only looking to preserve their existing
resources, but they also invest resources to acquire additional resources.
By using COR as a framework, we extend the recent speculation proposed
by Kiazad et al. (2015) about why and how embeddedness impels an
employee to behave in a certain way.

2. Hypothesis Formulation

2.1 Organizational Justice and OCB

Organizational justice refers to the degree to which employees believe
that the way they are treated by the organization and the outcomes they
receive are fair, equitable and in line with the expected ethical and moral
standards (Cropanzano et al., 2007). e concept of justice has been used
to study a wide range of attitudes and behaviors within the organizations
including in-role and extra-role performance, counterproductive work
behaviors and some attitudes and emotions (Cohen-Charash & Spector,
2001; Colquitt, 2001). However, recently, a lot of attention is being paid
by researchers to the OCBs performed by the employees, because of the
benefits they provide to individuals as well as organizations (Podsakoff et
al., 2009). Previous research has shown that perception of organizational
justice positively influences OCBs by employees (Chan & Lai, 2017).

Drawing upon the COR theory, we argue that the acts of justice by
the organization are perceived by the employees as goodwill gestures,
and it replenishes their existing resources. Distributive justice, which
derives from Adam’s Equity eory (1965), is experienced when the
employees perceive that they are getting equitable return on their invested
resources (Mattila & Patterson, 2004; Smith et al., 1999). e perception
of distributive justice leads to the replenishment of consumed resources
(Cole et al., 2010), and these employees having adequate resources will be
more inclined to invest resources (time, effort etc.) in extra-role behaviors
to accrue more resources in the form of recognition, support, extrinsic
rewards (Halbesleben & Wheeler, 2015; Ng & Feldman, 2012). On
similar lines, employees having distributively unjust experiences will lack
replenished resources at their disposal to be invested for further resources
gain and hence will refrain from engaging in OCBs. Based on the above
reasoning, we propose:
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(H1) ere exists a positive relationship between distributive justice and OCB.

Procedural justice refers to the perception of employees regarding
fairness of organization’s decision-making process in imposing
punishments and distributing rewards (ibaut & Walker, 1975).
According to Judge and Colquitt (2004, p. 396), “procedural justice
is valued because it makes long-term outcomes more controllable and
predictable”. Conversely, lack of procedural justice may invoke insecurity
regarding the availability of essential resources and even suggest the lack of
resources. Based on COR theory, when employees perceive high levels of
procedural justice, they are bestowed with a large supply of emotional and
cognitive resources by the organization which can be used to fuel effort
required for extra-role behaviors. e perception that the resources would
be regularly replenished through fair procedures and processes would
give them confidence and encouragement to invest these resources in
commitments that may go beyond their job roles. erefore, it is proposed
that

(H2) ere exists a positive relationship between procedural justice and OCB.

Interactional justice refers to the degree of respect, care and
consideration experienced by the employees during their interaction
with the supervisors or others in the position of authority during
the implementation of procedures (Colquitt, 2001). According to
Moorman (1991), the way a supervisor interacts with an employee
conveys important information about this relationship. Perception of
interactional justice from the supervisors indicates that the employee is an
important part of the organization nurturing the feelings of acceptance
and support toward the subordinate. Based on the COR theory, the
perception of high interactional justice replenishes employees’ intrinsic
resources in the form of positive affect, strong emotional bond and
positive organizational identity providing them with immediate and
long-term emotional benefits (Bono et al., 2013). ese resources may
then be utilized to extend support to the organization by engaging in
OCBs. On the other hand, lack of interactional justice may reduce these
extra role behaviors, as the limited resources an employee possesses may
be utilized only to fulfil the requirements of in-role performance, hence
reducing the incidence of OCBs. erefore, it is proposed that

(H3) ere exists a positive relationship between interactional justice and OCB.

2.2 Job Embeddedness and OCB

Job embeddedness denotes the forces, in a form of links, fit and sacrifices,
that tie an employee to the organization (Mitchell et al., 2001). Fit
refers to the overall congruence of the employee with the organization
or surrounding community. Links refer to the formal and informal
connections which the employees develop with the people within the
organization and the community. Sacrifices denote the perceived costs,
both psychological and material, that an employee would incur in case
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he leaves the organization. Research has shown that job embeddedness
is positively related to work attitudes and behaviors like job satisfaction,
organizational commitment and creative performance (Lyu & Zhu,
2019) and negatively related to turnover intentions and actual turnover
(Crossley et al. 2007; Zhang et al., 2019). Researchers have tried
to explain relationship between job embeddedness and performance
through motivational effects (Mitchell et al., 2001). According to these
theories, job embeddedness leads to more motivation to perform as
it indicates more links, a good organizational fit and the sacrifices an
employee will have to make by quitting the organization. erefore, it is
expected that the employees high on job embeddedness are more likely
to engage in citizenship behaviors since people in an organization do
not work alone as their roles are interdependent. Based on the resource
investment principle of COR, it is expected that employees embedded
in the jobs and the organization are more inclined to engage in OCBs
because they have more resources, in the form of fits and links, that
can be invested to build resources (Hobfoll, 2001). erefore, it may be
hypothesized that

(H4) Job embeddedness is positively and significantly related to OCB.

2.3 Moderating Role of Job Embeddedness

Although it has been proposed that job embeddedness will be
positively related to OCBs, it is crucial to investigate its indirect
effect on OCBs through its interaction with organizational justice
perceptions. e relationship is not always unidirectional and positive
as various attitudinal and motivational factors play an important part
in determining the direction and velocity of this relationship. On the
positive side, job embeddedness may accentuate the positive relationship
between certain workplace attributes and job performance by providing
added resources to perform the task better. For example, Sekiguchi et al.
(2008) found that the relationship between LMX and task performance
is stronger for individuals high on job embeddedness than those who are
low. Similar results were found in a study by Collins and Mossholder
(2017), where job embeddedness was seen to strengthen the relationship
between interactional fairness and OCB. On the other hand, high job
embeddedness may evoke the feelings of being stuck or frustrated among
employees when job conditions are not favorable (Allen et al., 2016).

Hence, it is predicted that job embeddedness will moderate the
positive relationship between organization justice and OCBs, with
relationship being stronger for employees who are more embedded in the
organization. e perception of organizational justice provides resources
to the employees, which are utilized to engage in OCBs in order to
gain resources in future. Job embeddedness provides employees with
additional resources, in the form of fit and links, which can be utilized
to enhance an employee’s engagement in OCBs. e connections (links)
which highly embedded employees have with their fellow employees or
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other stakeholders help them to accrue additional resources in the form
of knowledge, skills and physical resources from the organization. e
knowledge and skills can be utilized in a better way to engage in OCBs
when they fit in well in the organization and see their organization, its
procedures, and their supervisors to be fair and just. erefore, when
perception of organizational justice is high, highly embedded employees
will have additional resources to engage in OCBs. Hence the following
hypotheses may be formulated:

H5: Job embeddedness moderates the relationship between distributive justice
and OCB such that the relationship is stronger for the employees high on job
embeddedness.

H6: Job embeddedness moderates the relationship between procedural justice
and OCB such that the relationship is stronger for the employees high on job
embeddedness.

H7: Job embeddedness moderates the relationship between interactional
justice and OCB such that the relationship is stronger for the employees high on
job embeddedness.

e above hypotheses may be depicted in the form of model given in
Figure 1.

Figure 1
Proposed Model

3. Methodology

3.1 Participants and Procedure

e data for the study was collected during December 2020 to January
2021 when the situation had marginally improved in India aer the
first phase of the Covid-19 pandemic. is was also the time when
the hospitality sector had started picking up. e sample consisted of
employees working in four-star and five-star hotels in Eastern part of
India. ese hotels were contacted through email and were requested to
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participate in the study. Of the 55 requests sent, 23 hotels consented
to participate in the study, of which 9 belonged to 5-star category and
14 belonged to 4-star category. e employees of these hotels were sent
an invitation to participate in the survey ensuring confidentiality of the
results. e study employed a two-wave (T1 and T2) research design to
mitigate the concerns related to common method variance (Podsakoff et
al., 2003). At Time 1, the respondents filled demographic information
and responded to the questions related to the predictor (three dimensions
of organizational justice) and the moderator (job embeddedness). At
T2, which was one week later, the respondents who participated in
the first survey responded to the questions related to the dependent
variable (three dimensions of OCB). Overall, 537 respondents agreed to
participate in the survey, of which 492 filled in the first survey (response
rate 91.6%). Of these 492 respondents, 379 respondents completed the
second survey (response rate 70.6%), of which 338 were usable (response
rate 62.01%). e final sample of 338 consisted of 237 males and 101
females. e age of the respondents ranged from 21 to 58 years (mean age
34.39 years, SD 9.99), and their tenure with the current hotel ranged from
2 to 27 years (mean tenure 5.55 years, SD 6.72). 65 (19.23%) respondents
were managers belonging to front office, 85 (25.14%) of them were from
food and beverage, other departments (like finance, housekeeping and
HR) accounted for 102 (30.18%) respondents, whereas 86 (25.44%)
respondents belonged to the upper management. In terms of their
experience, 69 (20.41%) respondents had less than 5 years of experience,
112 (33.13%) had between 5 and 10 years of experience, 95 (28.1%) had
experience ranging from 11 to 15 years, and the rest 62 (18.34%) had
above 15 years of experience.

3.2 Research Instruments

All the survey items were presented in English, and the responses to all
the items ranged from strongly disagree (1) to strongly agree (5). All the
items are reported in the Appendix.

3.3 Organizational Justice

Organizational justice was measured along three dimensions, viz.
distributive, procedural and interactional justice. Distributive justice
was measured with 3 items from the scale developed by Niehoff and
Moorman (1993). A sample item is “I think that my level of pay is fair”.
Procedural justice was measured by four items from the scale by Niehoff
and Moorman (1993). A sample item is “Job decisions are made in my
organization in an unbiased manner”. Interactional justice was measured
with three items from Colquitt’s (2001) scale. A sample item is “My
supervisor treats me in a polite manner”.

Job Embeddedness
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Job embeddedness was measured with five items from the scale by
Crossley et al. (2007). A sample item is “I’m too caught up in this
organization to leave”.

Organizational Citizenship Behavior
OCB was measured with the items from the three-component scale

developed by Ma et al. (2013). e scale defines three dimensions of
OCB, viz. OCB-O, OCB-I and OCB-C, which were measured with three
items each. e sample items are: OCB-O: “I say good things about
our hotel when talking to outsiders”; OCB-I: “I take time to listen to
my coworkers’ problems and worries”; OCB-C “I respond to customer
requests and problems in a timely manner”.

Control Variables
Previous research has shown that demographic characteristics of the

participants (e. g., age, gender, and tenure with the organization) are likely
to impact OCBs (Griffeth et al., 2000). erefore, to reduce their impact
on the main variables in the study, these were controlled for all regression
analyses. Gender was assessed using a dichotomous scale: male (1) and
female (2). Age and organizational tenure were measured in years using
a continuous scale.

4. Analyses and Results

4.1 Data Analysis Overview

e collected data was analyzed using SPSS and AMOS. Since all
variables included in the present study were collected from the same
source, confirmatory factor analysis (CFA) was conducted to confirm the
distinctiveness of the focal variables. Common method variance (CMV)
was verified using Harman’s single factor test. e average variance
extracted (AVE), composite reliability (CR), and maximum shared
variance (MSV) were also calculated to confirm validity (Anderson &
Gerbing, 1988). Hierarchical multiple regression analysis was conducted
to study the impact of organizational justice perceptions (distributive,
procedural and interactional) and job embeddedness on the three
dimensions of OCB. e interaction effects were tested using PROCESS
v 3.0 macro (Hayes, 2013). PROCESS macro uses bootstrapping
procedures to get confidence intervals with 95% bias-correction. Since the
aim was to study the moderating role of job embeddedness, PROCESS
Model 1 was used. In the present study, the 95% confidence interval of the
indirect effects was obtained with 5,000 bootstrap resamples (Preacher &
Hayes, 2008).

4.2 Confirmatory Factor Analysis

Since all variables included in the present study were collected from
the same source, confirmatory factor analysis (CFA) was conducted
to confirm the distinctiveness of the focal variables. In line with
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the existing research, the specific scale items were expected to load
on their corresponding latent variables creating an expected 7-factor
model (distributive justice, procedural justice, interactional justice,
job embeddedness, OCB-O, OCB-I and OCB-C loading on separate
constructs). As can be seen in Table 1, this 7-factor model yielded the best
fit to the data when compared to alternative models. e standardized
factor loadings were found to be acceptable and significant on their
respective constructs.

Table 1
Results of Confirmatory Factor Analysis

Note. **p < 0.01; Chi-square difference test was conducted between the baseline model and each alternative model.
a In the 5-factor model, all items of OCB-O, OCB-I and OCB-C (dimensions of OCB) were loaded on one factor.

bIn the 3-factor model, all items of organizational justice, all items of
embeddedness and all items of OCB were loaded on three separate factors.

cIn the two-factor model, all items of organizational justice and embeddedness
were loaded on one factor, whereas all items of OCB were loaded on another.

dIn the one-factor model, all items were loaded on a single factor.

4.3 Test of Common Method Bias

Since the data was collected using self-report measures from the same
source, Harman’s single factor test was employed to statistically see if
common method bias posed a threat. e total variance explained by a
single factor was 31.07%, which is less than 50%. Further, since the 1-
factor model did not fit well with the data (Table 1), the possibility of
common method variance in the present study was ruled out.

4.4 Reliability and Convergent Validity

Table 2 shows the reliability and convergent validity. As can be seen from
the table, good internal consistency was demonstrated by all scales as all
Cronbach alpha estimates exceeded .70 threshold (Nunnally, 1978). All
factor loadings were more than .60, and AVE values were above .50, which
indicates good convergent validity (Hair et al., 2018). Further evidence
of convergent validity is provided as the MSV values for all variables were
less than the respective AVE values.
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Table 2
Measurement Model Reliability and Convergent Validity

Table 3
Discriminant Validity

We used the criteria given by Fornell and Larcker (1981) for
establishing the discriminant validity. As can be seen in Table 3,
square roots of AVE (bold values given in diagonal) are greater than
inter-variable correlations confirming that the variables exhibit good
discriminant validity.

4.5 Hypotheses Testing

In order to test H1, H2, H3 and H4, hierarchical multiple regression was
used and the three dimensions of OCB, i. e., OCB-O, OCB-I and OCB-
C were considered as dependent variables. Control variables were entered
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in Step 1, whereas justice dimensions and job embeddedness were entered
in Step 2.

Table 4
Hierarchical Multiple Regression Analyses

Note. Unstandardized regression coefficients *p<.05; **p<.01.

As can be seen in Table 4, distributive justice was positively and
significantly related to only one dimension of OCB, i. e., OCB-O
(B = 0.19, p < 0.01), partially supporting H1. Procedural justice
was not significantly related to any dimension of OCB, rejecting
H2. Interactional justice was positively and significantly related to all
dimensions of OCB, i. e., OCB-O (B = 0.15, p < 0.01), OCB-I (B =
0.10, p < 0.01) and OCB-C (B = 0.12, p < 0.01), fully supporting H3.
Further job embeddedness was positively and significantly related to all
dimensions of OCB, viz. OCB-O (B = 0.21, p < 0.01) OCB-I (B = 0.08,
p < 0.01) and OCB-C (B = 0.09, p < 0.01). ese results are in line with
and fully support H4.

H5 stated that job embeddedness moderates the relationship between
distributive justice and OCB. As can be seen in Table 5, the interaction
effect between distributive justice and job embeddedness on OCB-I was
found to be significant (B = 0.02, t = 2.93, p < 0.01).
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Table 5
Moderating Role of Job Embeddedness between Distributive Justice and OCB

Note. N = 338. Bootstrap sample size = 5,000; Β = unstandardized regression coefficients;
SE=standard error; conditional effects provided only for significant interactions; *p<.05; **p<.01.

In order to facilitate the interpretation of the interaction terms,
the conditional slopes were plotted at high, medium and low levels of
embeddedness (+1 SD, mean and -1 SD). As can be seen in Figure 2, the
relationship between distributive justice and OCB-I for employees who
are high on embeddedness is positive but not significant (B = 0.07, t =
1.36, NS), which becomes negative and significant for the employees low
on embeddedness (B = - 0.14, t = -2.45, p < 0.01).

According to H6, job embeddedness moderates the relationship
between procedural justice and OCB. As can be seen in Table 6, the
interaction of procedural justice and embeddedness was found to be
significant for two dimensions of OCB, i. e., OCB-I (B = 0.02, t = 3.11,
p < 0.05) and OCB-C (B = 0.009, t = 2.06, p < 0.01). Figure 3 shows
that there is a positive and significant relationship between procedural
justice and OCB-I for employees who are high on embeddedness (B =
0.12, t = 2.89, p < 0.01), whereas the relationship between procedural
justice and OCB-I is negative and non-significant for employees low on
embeddedness (B = - 0.03, t = - 0.98, NS). Figure 4 shows the interaction
effect of procedural justice and job embeddedness on OCB-C. As is
clear from the figure and in line with our hypothesis, there is a positive
and significant relationship between procedural justice and OCB-C for
employees high on embeddedness (B = 0.09, t = 2.35, p < 0.01), whereas
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the relationship is negative and non-significant for employees low on
embeddedness (B = - 0.01, t = - .17, NS).

Figure 2
Interaction Effect of Distributive Justice and Job Embeddedness on OCB-I

Table 6
Moderating Role of Job Embeddedness between Procedural Justice and OCB

Note. N = 338. Bootstrap sample size = 5,000; B = unstandardized regression coefficients;
SE=standard error; conditional effects provided only for significant interactions; *p<.05; **p<.01.
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Figure 3
Interaction Effect of Procedural Justice and Job Embeddedness on OCB-I
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Figure 4
Interaction Effect of Procedural Justice and Job Embeddedness on OCB-C

Table 7
Moderating Role of Job Embeddedness between Interactional Justice and OCB

Note. N = 338. Bootstrap sample size = 5,000; B = unstandardized regression coefficients;
SE=standard error; conditional effects provided only for significant interactions; *p<.05; **p<.01.
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Figure 5
Interaction Effect of Interactional Justice and Job Embeddedness on OCB1

H7 predicted that job embeddedness moderates the relationship
between interactional justice and OCB. Referring to Table 7 and in
line with this hypothesis, the interaction of interactional justice and
embeddedness was found to be significant for OCB-I dimension of OCB
(B = 0.02, t = 2.47, p < 0.01). As can be seen in Figure 5, relationship
between interactional justice and OCB-I is stronger for employees who
are high on embeddedness (B = 0.19, t = 3.41, p < 0.01) than those who
are low on embeddedness (B = 0.03, t =0.62, NS).

5. Discussion

OCBs are extremely vital for the survival and success of the hospitality
sector, which has suffered majorly due to the COVID-19 pandemic. e
present study examined the effects of organizational justice perceptions
(distributive, procedural and interactional) and job embeddedness on
the three dimensions of OCB, viz. OCB-O, OCB-I and OCB-C in the
hospitality sector. In addition, the study also explored the moderating
role of job embeddedness between different dimensions of organizational
justice and OCB. e framework of conservation of resource (COR)
theory was utilized to explain the findings.

e study found support for a general positive relationship between
perceptions of organizational justice and OCB, confirming previous
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research that employee decisions to engage in OCB may be an outcome
of how fairly they think they are being treated by their organization.
However, closer examination reveals that different types of justice have
varying impact on different dimensions of OCB. Distributive justice was
significantly related only to OCB-I dimension of OCB, and procedural
justice showed the weakest link with OCB and was not related to any of its
dimensions. However, interactional justice had the strongest relationship
with OCB, its relationship being positive and significant with all three
dimensions. ese results are in line with the study by Özbek et al. (2016),
who found the weakest link between procedural justice and OCB among
Kyrgyz citizens. In the high-power distance and collectivist cultures like
Kyrgyzstan, China, and India, perceived fairness of formal procedures
does not evoke as much reaction as the actual practices, which may vary
greatly. However, the care, consideration and respect employees receive
from their supervisors actually determines if the employee will go an extra
mile and engage in OCBs. e employees interact with their supervisors
on a daily basis, and the concerns related to interactional justice are closer
to them than other two kinds of justice. erefore, it is reasonable to
assume that the way a supervisor interacts with the employees is a better
indicator of trust and equity than the actual presence or absence of fair
procedures. ese results are generally in line with previous studies which
show that interactional justice is the strongest predictor of OCB among
the three dimensions (Chan & Lai, 2017; Özbek et al., 2016).

Drawing on COR theory, it may be inferred that the resources gathered
by the employees from distributive and procedural justice are few, and
chances are that these resources are spent more on in-role behaviors than
on extra-role behaviors. ese results are in consonance with the study by
Ghosh et al. (2017), who found a positive relationship of distributive and
procedural justice with in-role performance. However, since the resources
gathered through interactional justice are in excess due to the care and
respect employees receive from their supervisors, they would be able to
spend these on engaging in OCBs along with in-role performance.

e study also finds overwhelming evidence for the positive
relationship between job embeddedness and OCB. It was seen that job
embeddedness was positively and significantly related to all dimensions
of OCB. In line with COR theory, job embeddedness acts as a resource
which people are willing to invest by engaging in OCBs as this helps
them build more resources. However, these results are in contradiction
to the studies conducted in the USA (Collins & Mossholder, 2017;
Sekiguchi et al., 2008), which found that the direct relationship between
embeddedness and OCB was weak and insignificant. e divergence of
results between studies in the USA and India may be largely due to
cultural difference as India has been recognized to be a collectivistic
culture, whereas the USA is more individualistic (Hofstede, 2001).
Research has shown that individualism – collectivism is a crucial
national characteristic moderating the link between job embeddedness
and turnover intentions (Ramesh & Gelfand, 2010) since the employees
in individualistic cultures tend to exhibit more self-concern and looser
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relationships with others, whereas in collectivistic cultures, they are likely
to develop closer relationships and value belongingness more. OCB is
a natural outcome of strong identification and belongingness with the
organization.

Regarding the moderating role of job embeddedness in the relationship
between organizational justice and OCB, several interactions were found
to be significant. In all these interaction effects, it was seen that the
relationship between justice dimensions and OCB dimensions was
positive and significant for employees high on embeddedness, whereas
the relationship was not significant for employees low on embeddedness.
e results corroborate the findings of Brockner et al. (1992) that the
perception of lack of justice will adversely impact the commitment levels
of dedicated employees but will hardly matter to those who are not so
tethered. erefore, it is pertinent to note that although perception of
organizational justice may have a universal appeal, it may have varying
effects depending upon other conditions, job embeddedness being one
such boundary condition.

6. eoretical Implications

e present study has numerous theoretical contributions. Firstly,
although many mediators have been studied to explain the process
through which organizational justice leads to OCBs, research relating the
moderators that impact the organizational justice and OCB relationship
is scant especially in Indian hospitality sector. By introducing job
embeddedness as a boundary condition in the justice–OCB relationship,
the present study enriches organizational justice literature emphasizing
the fact that perception of organizational justice may not invariably lead
to discretionary behaviors by all employees.

Secondly, this study takes all three dimensions of organizational
justice (distributive, procedural and interactional) and explores how
embeddedness interacts with these different dimensions to impact
organizational citizenship behavior and its dimensions in the hospitality
sector. is gives us a more comprehensive understanding of the
relationship as different dimensions of justice have been seen to have
different impact on outcomes.

irdly, the study contributes to the OCB literature by validating
the three-dimensional framework of OCB in the Indian hospitality
sector. Although the construct of OCB has been extensively studied
in the hospitality sector, the three-dimensional model consisting of
OCB-O, OCB-I and OCB-C captures the complete range of employees’
OCB in the service sector (Ma et al., 2013), as the service employees’
OCB is targeted towards three main groups consisting of organizations,
coworkers and leaders, and customers.

Lastly, the setting of the study in the Indian context provides the prism
to view the cultural nuances in the relationships between variables. In
doing so, the study attempts to answers the call from the researchers like
Collins and Mossholder (2017) to study the interaction effect of fairness
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and job embeddedness on discretionary behavior in non-western cultures
to see if the effect is similar in collectivist cultures to that of individualist
cultures.

7. Managerial Implications

ere are some real-world implications of the present study for the
practicing managers in the hospitality sector which can go a long way
in revival of this sector post COVID-19. Managers in the hospitality
industry are in the dire need to enhance customer satisfaction. In this
respect, organizational justice acts as an important organizational lever
which has been seen to have a positive impact on job satisfaction,
employee commitment, employee loyalty, and OCB (Nazarian et al.,
2021). is, in turn, improves customer service and helps hotels leverage
the benefits of improved customer satisfaction (Kloutsiniotis & Mihail,
2020). Our study shows that fair and just treatment from the managers
in this sector can go a long way in motivating the employees to engage
in extra role behaviors, which are especially relevant in the hospitality
sector. erefore, it becomes important for the management to design
policies and create an environment in the organization which ensures
justice and fairness. Although all three kinds of justice are important,
our results indicate that the perception of interactional justice emerges
as the strongest predictor of employees’ positive discretionary behaviors
in the hospitality sector. Employees who are treated with respect and
dignity during their interactions with the supervisors respond by going
beyond their stipulated roles and responsibility. Owing to the importance
of these interactions in shaping the employees’ perception of justice,
organizations must design training and interventions for the supervisors
to enhance their supervisory, interpersonal and communication skills.
ey should be apprised of the importance of treating their subordinates
with respect, giving clear and precise instructions, and including them in
the process of decision making, whenever possible.

is study also highlights the significance of job embeddedness in
evoking citizenship behaviors from the employees in the hospitality
sector. erefore, it becomes imperative for managers to implement
strategies for enhancing their embeddedness among the employees of this
sector. Attractive career and promotional opportunities can be created for
the employees to enhance their embeddedness. Links can be augmented
through certain team and continuing projects connecting people with the
organization. Matching employees’ knowledge, skills and abilities with
the requirements of the job at the time of selection may improve the fit.
e element of sacrifice can be taken care of by tying financial benefits
and rewards to longevity.
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8. Limitations and Scope for Future Research

is study has some limitations, and we urge the researchers to consider
these for their future projects. First, since the research was conducted
with self-report measures using a single set of participants, the threat of
common method bias cannot be totally excluded (Podsakoff et al. 2003).

Second, the study used embeddedness as a moderator and discussed
the results by creating arguments related to the three dimensions of
embeddedness. However, embeddedness was measured using the global
measure (Crossley et al., 2007). Although this measure has been used in a
large number of studies (e. g., Zhang et al., 2019), it would be interesting
to see how each of the three dimensions of embeddedness (i. e., links, fit
and sacrifice) moderates the relationship between justice perceptions and
OCB.

e sample of the study comprised of the employees working in
the hospitality sector in India during the time when the hospitality
sector had started opening aer the first wave of the COVID-19
pandemic. erefore, the key question remains whether the results
can be generalized to other cultures and contexts. Future researchers
can undertake studies in other cultures and contexts to enhance our
understanding regarding the relationship among the aforesaid variables.

Lastly, even as the study yields some interesting insights, there is a scope
for improvement by using a larger sample size. us, this study can serve
as a precursor to future research which may adopt a larger sample size for
greater generalizability and reduction in the margin of error.

Conclusion

A sense of justice is ingrained in human society, and the hospitality
sector also has to ensure that their policies are perceived to be fair
and equitable by the employees. Managements can benefit from a
demonstrable show of fairness to ensure better employee engagement
and improved productivity, which is essential in these turbulent times.
Drawing on the conservation of resource theory, the study demonstrates
the direct effect of organizational justice and job embeddedness on OCB,
along with the moderating role of job embeddedness. Among all the
justice dimensions, interactional justice came out to be the strongest
predictors of OCB, encouraging supervisors to treat their employees with
respect and dignity to enhance their perceptions of fairness. Managers in
this sector can use these findings to design and leverage policies not only
to protect but also garner future resources, thus creating a resource spiral.
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