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Abstract 

This study aims to determine the effects of employees' perceptions of organizational justice on 

their intention to leave and organizational health in five-star hotel businesses in Istanbul. 

Organizational justice, developed on the basis of Adams' (1965) equity theory and conceptualized 

by Colquitt (2001) in three dimensions—distributive, procedural, and interactional justice—

reflects employees' perceptions of being treated fairly, impartially, and respectfully in the 

workplace. Organizational health is considered an indicator of the overall functioning of the 

business, employee well-being, and sustainable performance. A correlational survey method was 

used in the research. The research population consists of employees working in five-star hotels 

operating in Istanbul. The sample consisted of 401 employees selected from this population using 

a convenience sampling method. Data were collected through a questionnaire form comprising 

scales for organizational justice, intention to leave, and organizational health; analyses were 

performed using correlation and simple linear regression analysis in the SPSS program. The 

research results show that as employees' perception of organizational justice increases, 

organizational health significantly improves and intention to leave decreases. The findings reveal 

that organizational justice has positive effects on employee commitment and job satisfaction; and 

that fair management practices strengthen the workplace climate and organizational health. 

Accordingly, it is recommended that hotel managers develop fair, transparent, and employee-

centered management policies. 

Keywords: Organizational Justice, Turnover Intention, Organizational Health, Five-Star Hotels 

1. INTRODUCTION 

Organizational justice is a multi-dimensional construct encompassing distribution, procedure, 

and interaction—depending on how outcomes are shared within the organization, the extent to 

which decision-making processes are consistent, impartial, and transparent, and whether 

managers approach employees with courtesy, respect, and honesty, justifying decisions in a 

 
1 This study is derived from the doctoral thesis entitled “The Effect of Organizational Justice on 
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timely and accurate manner (Colquitt, 2001; Greenberg & Colquitt, 2005). This framework 

extends from Adams' (1965) equity theory to Greenberg's (1987) classification of justice and 

Colquitt's (2001) construct validity studies. The literature consistently shows that perceptions of 

justice increase job satisfaction, organizational commitment, and organizational citizenship 

behaviors, while decreasing absenteeism, apathy, and especially intention to leave the job 

(Colquitt et al., 2013; Cropanzano & Ambrose, 2015). Justice strengthens the psychological safety 

of employees, reduces stress and burnout, thus supporting individual well-being and team 

collaboration, which in turn reflects on organizational performance (Greenberg, 1987; Colquitt et 

al., 2013). Therefore, organizational health (the combination of employee well-being and 

organizational effectiveness) is closely related to justice. Fair wages/promotions/task allocation 

and mechanisms for dissent/participation improve health indicators and reduce burnout; 

transparent and consistent managerial communication fosters a positive climate (Cropanzano & 

Ambrose, 2015). 

The specific conditions in tourism and hospitality make this relationship even more critical. High 

employee turnover rates, intense and irregular work, seasonal employment fluctuations, and the 

need for emotional labor transform equitable practices into a strategic tool (Karatepe & Uludağ, 

2007; Demir, 2020). Fair compensation and shift/leave scheduling, performance-based and 

transparent promotion systems, visible recognition of seasonal effort, and equity in rehiring all 

contribute to sustainable loyalty and service quality, while reducing the costs of errors and 

inefficiencies. However, two significant gaps are highlighted in the literature. The first is the 

direct impact of fairness on organizational health; this has been studied less extensively compared 

to the individual outcome-oriented job satisfaction/commitment/stress axis (Colquitt et al., 2013; 

Cropanzano et al., 2017). Secondly, in the Turkish context, particularly in five-star hotels in 

Istanbul, studies testing justice, intention to leave, and organizational health using the same 

model are limited (Yıldız & Arslan, 2019). This study aims to fill these gaps by analyzing the 

effects of perceived organizational justice on intention to leave and organizational health in the 

context of luxury hotels in Istanbul using a holistic theoretical model. Thus, the impact of justice 

not only on individual attitudes but also on organizational vitality and effectiveness will be 

examined. The academic contribution is to validate the theoretical framework of Colquitt, 

Greenberg, and Cropanzano in the high-stress conditions of the tourism sector and to provide 

evidence relevant to the local context. The practical significance lies in the fact that justice-

oriented human resources and communication policies (transparency in wages/promotion, fair 

processes/appeal channels, equitable workload, and work-life balance practices) will have the 

potential to reduce turnover rates, increase motivation and well-being, and consequently 

improve organizational health and competitiveness, resulting in actionable recommendations for 

managers. 

2. ORGANIZATIONAL JUSTICE 

The concept of justice is a fundamental value that has been addressed by different thinkers and 

periods throughout human history. It has a broad historical background, stretching from the 

Code of Hammurabi in antiquity to the definitions of justice by Plato and Aristotle, the 

understanding of "justice as the will of God" in the Old Testament, and the approaches of 

Enlightenment thinkers Rousseau and Kant based on equality and the will of the people 

(Erdinieva, 2012; Kabadayı, 2013; Radonova, 2016; Edor, 2020; Cooke, 2014). In the modern era, 

Rawls (1971) defined justice through the principle of equity, arguing that individuals should be 

treated equally. When this historical development process is applied to the organizational 

context, the concept of organizational justice, put forward by Greenberg (1990), aims to explain 

employees' perceptions of equality and fairness in the work environment. Based on Adams' 

(1965) Equity Theory, this approach suggests that employees evaluate fairness by comparing their 
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own efforts and results with those of others (Robbins and Judge, 2013). Greenberg & Cropanzano 

(2001) emphasized that organizational justice plays a critical role in both individual satisfaction 

and organizational effectiveness. In the literature, organizational justice is generally discussed in 

three dimensions. Distributive justice refers to the fairness of outcomes; procedural justice, 

focusing on the consistency and transparency of decision-making processes; and interactional 

justice, focusing on managers treating employees with courtesy and respect (Colquitt et al., 2001; 

Cohen-Charash & Spector, 2001; Bakhshi et al., 2009). 

Distributive Justice: This refers to how employees perceive the balance between the rewards 

they receive for their labor and is based on Adams' (1965) Equity Theory. According to this 

theory, individuals evaluate fairness by comparing their own gains with those of others (Colquitt 

et al., 2001). Fair distribution of resources such as wages, promotions, and rewards increases 

employees' job satisfaction, commitment, and trust; while the perception of injustice leads to 

negative consequences such as loss of motivation and intention to leave the job (Bostan & Kılıç, 

2017; Kumari, 2013). Distributive justice is critical for a healthy work environment in 

organizations and, together with procedural and interactional justice, completes the holistic 

structure of organizational justice (Norema, Kurniawan, & Na’imah, 2023). 

Procedural Justice: A fundamental dimension of organizational justice, it focuses on ensuring 

that decision-making processes are conducted fairly, consistently, and transparently (Leventhal, 

1980; Thibaut & Walker, 1980). Developed to assess the fairness of processes, this concept 

emerged as an inadequacy of distributive justice, which focuses solely on outcomes (Nowakovski 

& Conlon, 2005). Procedural justice includes elements such as impartiality, adherence to ethical 

values, and employee participation in decision-making (De Cremer, 2005; Saunders, 2006). 

Research shows that this type of justice increases employee trust in the organization, 

organizational commitment, and voluntary acceptance of decisions; it also has positive effects on 

job satisfaction and well-being (Pareke, 2018; Serinkan & Mengüloğlu, 2021). When considered 

together with distributive and interactional justice, it contributes to the formation of a 

comprehensive perception of justice within the organization (Moorman, 1991; Choi, 2024). 

Interactional Justice: This dimension of organizational justice refers to the level of respect, 

courtesy, and honesty employees experience in their interactions with managers and colleagues 

(Cole, 2004; Nabatchi et al., 2007). Developed in the 1980s, this concept encompasses how 

employees are treated in decision-making processes, managers' communication styles, and the 

transparency of information processes (Ambrose and Schminke, 2003; Stinglhamber et al., 2006). 

Respectful and open communication increases employee trust and commitment, creating a 

positive work climate (Yeniçeri et al., 2009; Rai % Agarwal, 2020). Research shows that 

interactional justice plays a decisive role in motivation, commitment, and overall job satisfaction 

(Kobayashi & Kondo, 2019). When considered together with distributive and procedural justice, 

this dimension contributes to the formation of a holistic perception of justice within the 

organization. Theoretical foundations regarding the concept of justice were laid by Homans 

(1961), Adams (1965), and Walster et al. (1974). Greenberg (1987) classified these approaches into 

reactive-proactive and process-content dimensions. Accordingly, reactive theories focus on 

responses to injustice, proactive theories on how to ensure fair practices, process theories on the 

fairness of decision-making mechanisms, and content theories on resource and reward 

distribution (Greenberg, 1987; İçerli, 2010). Table 1 shows how justice theories are classified 

within the framework of reactive-proactive and process-content dimensions. 
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Table 1.  Theories of Justice Consisting of Reactive-Proactive and Process-Content Dimensions 

Reactive-Proactive 

Dimension 

Content-Process Dimension 

                  Content                                                 Process 

Reactive 

Reactive-Content 

Equity Theory  (Adams, 

1965)  

Reactive-Process 

Procedural Justice Theory 

(Thibaut & Walker, 1975)  

Proactive 

Proactive-Content:  

Justice Theory (Leventhal, 

1976, 1980)  

Proactive-Process 

Distribution Choice Theory 

(Leventhal, Karuza & Fry, 

1980)  

Sources:  (Adams, 1965, Thibaut ve Walker, 1980, Leventhal, 1976, Leventhal, Karuza ve Fry, 1980) 

As summarized in Table 1, according to Greenberg's (1987) classification, reactive-content 

theories address responses to unfair distribution, proactive-content theories address efforts to 

ensure fair distribution; reactive-process theories address responses to decision-making 

processes, and proactive-process theories emphasize the fairness of these processes. In general, 

organizational justice encompasses employees' perceptions of fairness and equality in the 

workplace and affects important outcomes such as job satisfaction, commitment, and 

performance (Lambert et al., 2020; Supriya & Dadhabai, 2024). Ensuring fairness in distribution, 

procedure, and interaction increases trust, commitment, and civic behavior, while perceptions of 

unfairness lead to low productivity, absenteeism, and negative attitudes (Beugre, 2003; Phuong 

and Le, 2023). Therefore, fair practices are considered a critical element supporting both 

individual well-being and organizational sustainability (Cohen-Charash & Spector, 2001). 

3. ORGANIZATIONAL HEALTH 

The concept of organizational health was first introduced by Argyris in the 1950s in the context 

of the cultural development of organizations, and Miles (1969) used it to describe organizations 

that develop and grow by adapting in the long term. Later research considered organizational 

health as a holistic construct encompassing problem-solving ability, employee well-being, and 

organizational effectiveness (Cheng and Tsui, 1999; Ardıç and Polatçı, 2007). Researchers such as 

Parsons, Hoy, and Miskel linked organizational health to an organization's capacity to adapt to 

its environment, build unity, and achieve its goals. In this context, three fundamental 

organizational health theories developed by Miles, Hoy-Feldman, and Lyden-Klingele stand out 

in the literature. 

Table 2. Differences Between a Healthy Organization and an Unhealthy Organization 

Features Healthy Organization Unhealthy Organization 

Long-Term 

Effectiveness 

It works effectively in the long 

term. 

It cannot function effectively in the 

long term. 

Innovation and 

Development 

It is open to innovation and 

development. 

It is resistant to innovation and 

development. 

Decision-Making 

Process 

Employees participate in 

decision-making processes. 

Decisions are made by senior 

management. 
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Organizational 

Commitment 

High levels of organizational 

commitment are observed. 

There is low organizational 

commitment. 

Responsibility It is responsible towards the 

environment and its 

employees. 

It is irresponsible towards the 

environment and its employees. 

Proactivity It takes preventive measures. It is reactive and only takes 

corrective measures. 
Work Stress There is low job stress. There is high job stress. 

Job Satisfaction 

and Peace 

It provides high job satisfaction 

and a positive workplace 

environment. 

It offers low job satisfaction and 

workplace harmony. 

Valuing Employees Employees are valued. Employees are not valued. 

Employment 

Continuity 

There is a low absenteeism rate 

and a low employee turnover 

rate. 

There is a high absenteeism rate 

and a high employee turnover rate. 

Communication There is strong communication 

between individuals and with 

upper management. 

Communication is weak between 

individuals and with upper 

management. 

Employee Safety 
Workplace safety measures are 

in place, and workplace 

accidents are rare. 

Workplace safety measures are 

inadequate, and workplace 

accidents are frequent. 
Motivation and 

Performance 

Employees demonstrate high 

motivation and performance. 

Employees show low motivation 

and performance. 

Environmental 

Conditions 

It is not affected by adverse 

environmental conditions. 

It is affected by adverse 

environmental conditions. 

Team Spirit Team spirit is well-developed, 

and employees act with a sense 

of "we." 

Team spirit is underdeveloped, and 

employees act in their own self-

interest. 
Perception of 

Security 
Employees feel safe. Employees do not feel safe. 

Information Flow Information flow is reliable and 

timely. 

Information flow is weak and 

delayed. 

Strategy 

Implementation 

The strategies are implemented 

successfully. 

The strategies cannot be 

implemented successfully. 

Organizational 

Culture 

It has an open, trust-based, and 

encouraging culture. 

It has a closed, punitive, and unfair 

culture. 

Problem Solving It intervenes by getting to the 

root of the problems. 

It only deals with the symptoms of 

problems. 

Productivity and 

Effectiveness 
It is efficient and effective. It is inefficient and ineffective. 

Source: (Ardıç & Polatçı, 2007: 148-149). 

Healthy organizations create a productive and effective work environment by increasing 

employee job satisfaction, motivation, and commitment, while unhealthy organizations can 
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negatively impact organizational success by creating stress and insecurity among employees. 

Effective communication, an open organizational culture, teamwork, and strong leadership are 

fundamental components of organizational health and are critical for sustainable success. 

Therefore, organizations need to adopt innovative and proactive approaches to create a healthy 

work environment. 

4. INTENTION TO LEAVE THE JOB 

Turnover intention is a concept that refers to an employee's conscious intention to leave their 

current job (Tett & Meyer, 1993). This intention often stems from job dissatisfaction, low 

motivation, and unfavorable organizational conditions (Onay & Kılcı, 2011). Turnover intention 

is a harbinger of negative consequences such as absenteeism and poor performance, creating 

significant costs for organizations (Avcı and Küçükusta, 2009). Mobley et al. (1979) divided 

turnover into voluntary and involuntary; however, research generally describes voluntary 

turnover as the situation where the employee leaves of their own accord. Therefore, it is crucial 

for human resources departments to develop strategies to understand and reduce the reasons for 

employee turnover (Barutçugil, 2004). 

Factors influencing the intention to leave a job encompass multifaceted elements such as personal 

characteristics, organizational culture, leadership style, salary, work-life balance, and career 

opportunities (Smith & Johnson, 2020). Low wages, inadequate leadership, and a negative work 

climate increase this intention, while a supportive organizational culture, fair management, and 

development opportunities strengthen the desire to stay in the job. Furthermore, individuals with 

high employee satisfaction, commitment, and perceived organizational support tend to have a 

lower tendency to leave their jobs. In this context, organizations creating a fair and balanced work 

environment that considers the psychological and social needs of employees reduces the 

intention to leave and supports long-term employment. 

Figure 1.  Factors Influencing Intention to Leave a Job 

 

 

 

 

 

 

 

 

  

The intention to leave a job is shaped by the interaction of individual, organizational, and 

environmental factors. While this intention decreases with increasing age, seniority, and family 

responsibilities, it tends to increase with higher levels of education and career expectations 

(Cotton & Tuttle, 1986; Şimşek et al., 2011). Young employees are more open to new 

opportunities, while low wages, negative management, lack of communication, and inadequate 

working conditions strengthen the tendency to leave (Ökten, 2008). Furthermore, external factors 

such as economic fluctuations, job insecurity, and technological changes also influence this 

process (Hayta, 2019). To reduce the intention to leave a job, businesses need to adopt a holistic 
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Intention To 
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strategy that includes fair compensation, appropriate working conditions, effective 

communication, and strong management policies. 

5. METHODOLOGY 

This research was conducted using a quantitative research approach within the framework of 

correlational survey methodology. The main objective of the study is to determine the 

relationships between organizational justice, organizational health, and intention to leave. In this 

context, firstly, the relationship between organizational justice and its sub-dimensions with 

organizational health was examined; then, the effects of the sub-dimensions of organizational 

justice on intention to leave were evaluated; and finally, the relationship between organizational 

health and intention to leave was analyzed. 

The questionnaire used in this study was developed based on previously validated scales widely 

used in the literature. The organizational justice scale was adapted from the scale developed by 

Moorman and Niehoff (1993), which measures distributive, procedural, and interactional justice 

perceptions. The turnover intention scale was developed based on studies examining employees’ 

intention to leave their jobs, particularly drawing on the conceptual framework proposed by 

Mobley et al. (1979) and Tett and Meyer (1993). In addition, the organizational health dimension 

was constructed based on the theoretical and empirical frameworks presented in the studies of 

Miles (1969) and Lyden and Klingele (2000). All items were measured using a five-point Likert-

type scale ranging from “1 = Strongly Disagree” to “5 = Strongly Agree”. 

The research population consists of employees working in five-star hotel businesses operating in 

Istanbul. Convenience sampling was used to determine the sample to represent the population. 

This method was chosen considering the ease of access and time constraints for the researcher. 

Accordingly, human resources managers of hotel businesses in Istanbul were contacted, the 

purpose of the research was explained, and survey forms were distributed to each business. A 

total of 450 surveys were distributed; after eliminating incomplete, erroneous, or inconsistent 

forms, 401 valid surveys were included in the analysis. The research model created based on the 

relationships between the determined variables is shown in Figure 2. 
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Figure 2. Research Model 

The hypotheses formulated to support the research objective are presented below. 

H1: Organizational justice has a significant and negative impact on the intention to leave the 

job. 

H1a: The distributive justice dimension of organizational justice has a significant and negative 

impact on the intention to leave the job. 

H1b: The procedural justice dimension of organizational justice has a significant and negative 

impact on the intention to leave the job. 

H1c: The interactional justice dimension of organizational justice has a significant and negative 

impact on intention to leave the job. 

H2: Organizational justice has a significant and positive impact on organizational health. 

H2a: The distributive justice dimension of organizational justice has a significant and positive 

impact on organizational health. 

H2b: The procedural justice dimension of organizational justice has a significant and positive 

impact on organizational health. 

H2c: The interactional justice dimension of organizational justice has a significant and positive 

impact on organizational health. 
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To provide a general overview of the research population, data from the General Directorate of 

Investments and Operations of the Ministry of Culture and Tourism of the Republic of Turkey 

was used. According to this data, there are a total of 112 five-star hotels in Istanbul. 83% of these 

establishments are located on the European side (93 hotels), and 17% are on the Anatolian side 

(19 hotels). Similarly, 83% of the total room and bed capacity is concentrated on the European 

side. This distribution shows that hotels on the European side have a dominant position in the 

research population and clarifies the spatial distribution of the sample. 

The survey form, developed as a data collection tool, consists of four sections. The first section 

includes the demographic characteristics of the participants (gender, age, marital status, income, 

education, title, length of service in the institution and sector). The second section contains the 

Organizational Justice Scale developed by Moorman & Niehoff (1993), which consists of three 

dimensions: distributive, procedural, and interactional justice. All scales consist of five-point 

Likert-type statements rated from “1=Strongly Disagree” to “5=Always Agree”. 

Data were analyzed using the statistical analysis program. Descriptive statistics were calculated 

first, followed by correlation and simple linear regression analyses to determine the relationships 

between variables. The reliability levels of the scales were tested using Cronbach's Alpha 

coefficients; these were found to be 0.967 for the organizational justice scale, 0.926 for the intention 

to leave scale, and 0.954 for the organizational health scale. These results indicate that the scales 

used in the study have a high level of reliability. 

6. FINDINGS 

The demographic information of the participants is shown in Table 3. Of the 401 participants in 

the study, 184 were women (45.89%) and 217 were men (54.11%). The age distribution of the 

participants was as follows: 83 were 18-26 years old (20.70%), 78 were 27-34 years old (19.45%), 

88 were 35-42 years old (21.95%), 68 were 43-50 years old (16.96%), and 84 were 51 years and older 

(20.95%). Regarding the marital status of the participants, 185 were married (46.13%) and 216 

were single (53.87%). In terms of income distribution, 82 participants were in the 17,000-25,000 

TL income group (20.45%), 92 in the 25,001-32,000 TL income group (22.94%), 75 in the 32,001-

40,000 TL income group (18.70%), 59 in the 40,001-48,000 TL income group (14.71%), and 93 in 

the 48,001 TL and above income group (23.19%). In terms of education level, 58 are primary school 

graduates (14.46%), 160 are high school graduates (39.90%), 90 are associate degree holders 

(22.44%), 81 are bachelor's degree holders (20.20%), and 12 are postgraduate degree holders 

(2.99%). The departments where the participants worked were as follows: 92 in front office 

(22.94%), 60 in kitchen (14.96%), 57 in housekeeping (14.21%), 61 in food/beverage (15.21%), 59 in 

sales/reservations (14.71%), and 72 in other departments (17.96%). The distribution according to 

length of service was as follows: 147 (36.66%) employees with 1 year or less of service, 85 (21.20%) 

with 2-3 years, 81 (20.20%) with 4-5 years, 25 (6.23%) with 6-7 years, and 63 (15.71%) with 8 years 

or more of service. The distribution of employees in the sector by length of service is as follows: 

8 with 0-1 years of service (2.00%), 70 with 2-3 years of service (17.46%), 39 with 4-5 years of 

service (9.73%), 66 with 6-7 years of service (16.46%), and 218 with 8 years or more of service 

(54.36%). 

Table 3. Findings Regarding the Demographic Characteristics of Participants 

Variable Groups f % 

Gender 
Female 184 45,89 

Male 217 54,11 

Age 
18-26 83 20,70 

27-34 78 19,45 
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35-42 88 21,95 

43-50 68 16,96 

51+ 84 20,95 

 

Marital Status 
Married 185 46,13 

Single 216 53,87 

 

Education 

Primary Education 58 14,46 

High School 160 39,90 

9022,44 Associate Degree 90 22,44 

Bachelor's Degree 

Postgraduate Degree 

81 20,20 

Postgraduate Degree 12 2,99 

 

Income Level 

17.000 - 25.000 82 20,45 

25.001 - 32.000 92 22,94 

32.001 - 40.000 75 18,70 

40.001 - 48.000 59 14,71 

48.001+ 93 23,19 

 

Department 

Front Office 92 22,94 

Kitchen 60 14,96 

Housekeeping 57 14,21 

F&B 61 15,21 

Reservation 59 14,71 

Other 72 17,96 

 

Employment Period at the 

Company 

0-1 year 147 36,66 

2-3 years 85 21,20 

4-5 years 81 20,20 

6-7 year 25 6,23 

8 years and older 63 15,71 

 

Employment Period in the 

Tourism Sector 

0-1 year 8 2,00 

2-3 years 70 17,46 

4-5 years 39 9,73 

6-7years 66 16,46 

8 years and older 218 54,36 

Total Number of 

Participants 

 401 100.0 

In terms of gender distribution, 45.89% of the participants are women and 54.11% are men. This 

ratio indicates a relatively balanced representation between genders in the sample and parallels 

general employment trends in the tourism sector (predominantly male employees). 

When the age variable is examined, it is seen that employees are represented from almost every 

age group, with the highest proportion being in the 35-42 age range at 21.95%. This finding 

indicates that a significant portion of the workforce in hotel businesses consists of middle-aged 

and experienced individuals, thus showing that the sector is dominated by individuals who have 

reached a certain level of maturity.  
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According to the marital status variable, 53.87% of the participants are single and 46.13% are 

married. This suggests that the demanding and flexible working conditions in the hotel industry 

may be limiting for married individuals, and that single employees are relatively more 

represented in the sector. In terms of educational level, it was found that 39.90% of the employees 

were high school graduates, 22.44% were associate degree holders, and 20.20% were bachelor's 

degree holders; the percentage of those with postgraduate education remained at 2.99%. This 

finding indicates that a workforce with a moderate level of education (high school and associate 

degree) is dominant in hotel businesses, while those with higher education degrees occupy 

management or specialist positions. 

When the income level variable is examined, it is seen that the highest percentage of participants 

(23.19%) are concentrated in the income group of 48,001 TL and above. This result shows that the 

high rate of qualified personnel and senior employees in the sector is reflected in the income level; 

however, it also reveals that lower income groups have a significant representation in the 

research. 

In terms of the department worked in, it was determined that the highest percentage of 

participants worked in the front office unit (22.94%), followed by food and beverage (15.21%), 

kitchen (14.96%), sales/reservations (14.71%), housekeeping (14.21%), and other departments 

(17.96%). This distribution shows that the sample covers all units of hotel businesses and that a 

functionally balanced distribution has been achieved. 

According to the variable of length of service in the business, 36.66% of employees have been 

working for 0-1 years. This finding indicates that employee turnover rates may be high in hotel 

businesses and that short-term employment is common. In contrast, when the total experience 

duration in the tourism sector is examined, it is seen that 54.36% of the participants have 8 years 

or more of experience. This situation shows that employees have been working in the sector for 

many years, but continuous employment at the same company is more limited. 

Relationships Between Organizational Justice, Organizational Health, and Turnover 

Variables 

Although the primary aim of the research is to investigate the effect of organizational justice on 

organizational health and intention to leave, a correlation analysis was conducted to observe the 

relationship between these variables within the context of the sample. 

Table 4. Correlation Coefficients for the Relationship Between Organizational Justice and its 

Dimensions, Organizational Health, and Intention to Leave. 

Variables 
Distributive 

Justice 

Procedural 

Justice 

Interactional 

Justice 

Intention to 

Leave 

Organizatio

nal Health 

Distributive Justice 1 0,744* 0,699* -0,253* 0,745* 

Procedural Justice 0,744* 1 0,865* -0,267* 0,793* 

Interactional Justice 0,699* 0,865* 1 -0,351* 0,867* 

Intention to Leave  -0,253* -0,267* -0,351* 1 -0,444* 

Organizational 

Health 

0,745* 0,793* 0,867* -0,444* 1 

*p<0,001        r: Pearson Correlation Coefficient   
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Perceptions of distributive justice have positive and significant relationships with procedural 

justice (r = 0.744, p < 0.01), interactional justice (r = 0.699, p < 0.01), and organizational health (r = 

0.745, p < 0.01). Furthermore, a negative correlation was found between perceived distributive 

justice and intention to leave the job (r = -0.253, p < 0.01). This relationship indicates that as the 

perceived distributive justice increases, the intention to leave the job decreases. 

The perception of procedural justice shows positive and significant correlations with interactional 

justice (r = 0.865, p < 0.01) and organizational health (r = 0.793, p < 0.01). However, a negative 

correlation was found between procedural justice and intention to leave the job (r = -0.267, p < 

0.01). This correlation indicates that the intention to leave the job decreases when the perception 

of procedural justice is high. 

Perceptions of interactional justice have strong positive correlations with perceptions of 

organizational health (r = 0.867, p < 0.01), procedural justice (r = 0.865, p < 0.01), and distributive 

justice (r = 0.699, p < 0.01). Furthermore, there is a negative correlation between perceptions of 

interactional justice and intention to leave the job (r = -0.351, p < 0.01). This correlation indicates 

that perceptions of interactional justice have a negative effect on intention to leave the job.  

Intention to leave the job has significant negative correlations with all perceptions of justice 

(distributive justice: r = -0.355, p < 0.05, procedural justice: r = -0.303, p < 0.05, interactional justice: 

r = -0.350, p < 0.05). It also shows a negative correlation with perceived organizational health (r = 

-0.481, p < 0.05). These results indicate that as perceptions of justice and organizational health 

increase, the intention to leave the job decreases.  

The perception of organizational health has positive and significant relationships with all 

dimensions of justice (procedural justice: r = 0.755, p < 0.05, interactional justice: r = 0.845, p < 0.05, 

distributive justice: r = 0.736, p < 0.05). Furthermore, a negative relationship was found between 

the perception of organizational health and intention to leave the job (r = -0.481, p < 0.05). These 

results indicate that as the perception of organizational health increases, the intention to leave the 

job decreases. 

Research findings indicate that employees' perceptions of fairness and organizational health play 

a decisive role in their intention to leave. As perceptions of organizational health increase, 

employees' tendency to leave decreases; employee commitment strengthens in environments 

where social support, trust, open communication, and well-being are felt. Similarly, in 

organizations with a high perception of fairness, employees feel valued and equal, increasing 

their trust in the organization and demonstrating a desire to stay in their jobs in the long term. 

Furthermore, a strong positive relationship was found between perceptions of fairness and 

organizational health; it was determined that fair practices make the organization healthier and 

more reliable. Overall, the positive relationships between all dimensions of organizational justice 

and organizational health, and the negative relationships with intention to leave, reveal that a fair 

and supportive work environment increases employee commitment and satisfaction, thereby 

reducing turnover rates. 

The Impact of Organizational Justice on Intention to Leave and Organizational Health 

The results of the regression analyses conducted to determine the effects of organizational justice 

and its sub-dimensions on intention to leave and organizational health are summarized in the 

table below. 
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Table 5. Findings of Linear Regression Analysis on the Effects of Organizational Justice and Its 

Dimensions on Intention to Leave and Organizational Health 

Model 
Independent 

Variable 

Dependent 

Variable 
bj S(bj) t p F 

1 
Organization

al Justice 

Intention to 

Leave 
-0.425 0.062 -6.885 0.000* 47.408 

2 
Distributive 

Justice 

Intention to 

Leave 
-0.324 0.062 -5.215 0.000* 27.193 

3 
Procedural 

Justice 

Intention to 

Leave 
-0.319 0.058 -5.533 0.000* 30.613 

4 
Interactional 

Justice 

Intention to 

Leave 
-0.414 0.055 -7.485 0.000* 56.023 

5 
Organization

al Justice 

Organizational 

Health 
0.779 0.021 36.931 0.000* 1363.906 

6 
Distributive 

Justice 

Organizational 

Health 
0.649 0.029 22.304 0.000* 497.472 

7 
Procedural 

Justice 

Organizational 

Health 
0.644 0.025 26.030 0.000* 677.539 

8 
Interactional 

Justice 

Organizational 

Health 
0.695 0.020 34.730 0.000* 1206.191 

A regression analysis conducted to examine the effect of organizational justice on intention to 

leave the job revealed a significant model (F=47.408; p<0.05). This finding supports hypothesis 

H1, which states that organizational justice has a significant and negative effect on the intention 

to leave the job (ITL=4,887-0,425.OJ). According to this model, a one-unit increase in 

organizational justice leads to a 0.425-unit decrease in intention to leave. The explanatory power 

of the model (R²=0.11) indicates that organizational justice explains 11% of the variation in 

intention to leave. 

A regression analysis conducted to determine the effect of distributive justice on intention to leave 

the job revealed a significant model (F=27.193; p<0.05). This result supports hypothesis H1a, 

which states that distributive justice has a significant and negative effect on the intention to leave 

the job (ITL=4,460−0,324.DJ). According to this model, a one-unit increase in distributive justice 

results in a 0.324-unit decrease in the intention to leave the job. The model's explanatory power 

(R²=0.064) is low, indicating that approximately 6% of the variation in the intention to leave the 

job is explained by distributive justice. 

The model established to investigate the effect of procedural justice on intention to leave the job 

was found to be significant (F=30.613; p<0.05). This finding supports hypothesis H1b, which states 

that procedural justice has a significant and negative effect on the intention to leave the job 

(ITL=4,511−0,319.PJ). According to this model, a one-unit increase in procedural fairness results 

in a 0.319-unit decrease in intention to leave. The explanatory power of the model (R²=0.071) 

indicates that 7.1% of the variation in intention to leave is explained by procedural fairness. 

The analysis conducted to determine the effect of interactional justice on intention to leave the 

job revealed that the model was significant (F=56.023; p<0.05). This result supports hypothesis 

H1c, which states that interactional justice has a significant and negative effect on intention to 

leave the job (ITL=4,982−0,414.IJ). According to this model, a one-unit increase in interactional 

fairness results in a 0.414-unit decrease in intention to leave. The model's explanatory power 
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(R²=0.123) is higher than other sub-dimensions, with interactional fairness explaining 12.3% of 

the variation in intention to leave. 

A regression analysis conducted to examine the effect of organizational justice on organizational 

health revealed that the model is significant (F=1363.906; p<0.05). This finding supports 

hypothesis H2, which states that organizational justice has a significant and positive effect on 

organizational health (OH=0,816+0,779.OJ). According to this model, a one-unit increase in 

organizational justice creates a 0.779-unit increase in organizational health. The model's 

explanatory power (R²=0.774) is quite high, with 77% of the variation in organizational health 

explained by organizational justice. 

The analysis conducted to determine the effect of distributive justice on organizational health 

revealed a significant model (F=497.472; p<0.05). This result supports hypothesis H2a, which 

states that distributive justice has a significant and positive effect on organizational health 

(OH=1,450+0,649.DJ). According to this model, a one-unit increase in distributive justice creates 

a 0.649-unit increase in organizational health. The explanatory power of the model (R²=0.555) 

indicates that 55% of the variation in organizational health is explained by distributive justice. 

The regression analysis conducted on the effect of procedural justice on organizational health 

revealed a significant model (F=677.539; p<0.05). This finding supports hypothesis H2b, which 

states that procedural justice has a significant and positive effect on organizational health 

(OH=1,333+0,644.PJ). According to this model, a one-unit increase in procedural fairness creates 

a 0.644-unit increase in organizational health. The explanatory power of the model (R²=0.629) 

shows that 62.9% of the variation in organizational health can be explained by procedural 

fairness. 

The analysis of the effect of interactional justice on organizational health revealed that the model 

is significant (F=1206.191; p<0.05). This finding supports hypothesis H2c, which states that 

interactional justice has a significant and positive effect on organizational health (OH= 0,859 + 

0,695.IJ). According to this model, a one-unit increase in interactional justice creates a 0.695-unit 

increase in organizational health. The model's explanatory power (R²=0.751) is quite high, 

indicating that 75% of the variation in organizational health is explained by interactional justice. 

7. CONCLUSION AND RECOMMENDATIONS 

The concept of justice is one of humanity's oldest issues, debated for millennia since Ancient 

Greece. Achieving a level of justice that satisfies all parties is, of course, highly improbable. This 

situation, both in perception and practical application of justice, means that research on the 

subject is always necessary. This study is considered valuable because it relates organizational 

justice, a much more controversial concept in the tourism sector, to organizational health and 

turnover intention, which can also be considered as existential justifications for the organization. 

This study, which examines the relationships between organizational justice perceptions, 

organizational health, and turnover intentions among employees of five-star hotels in Istanbul, 

largely confirms the existing literature. The findings show that high perceptions of organizational 

justice in all dimensions—distributive, procedural, and interactive—positively affect 

organizational health and reduce turnover intentions. The strongest relationship was found 

between interactional justice and organizational health, indicating that employees experiencing 

fair treatment in interpersonal relationships supports organizational well-being. On the other 

hand, significant and negative relationships were found between all dimensions of justice and 

turnover intentions, and it was determined that positively perceived organizational health also 

reduces turnover intentions. The study results reveal that organizational justice and a healthy 

organizational climate play a critical role in increasing employee commitment and satisfaction, 
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and reducing turnover intentions. Similarly, Karavardar's (2015) study found that all dimensions 

of organizational justice significantly affected job satisfaction; and Yiğitol and Balaban's (2025) 

study found that it affected employee satisfaction. In the study by Sarrafoğlu and Günsay (2020), 

the significant effect of organizational justice on both job satisfaction and intention to leave the 

job was revealed. Based on the research findings, the following recommendations were 

developed: 

• Especially given the strong impact of interactional justice, managers should adopt a 

transparent, respectful, and supportive approach in communicating with employees; 

increase information sharing; and encourage employee participation in decision-making 

processes. 

• Because procedural fairness contributes to employee commitment, impartiality, 

consistency, and transparent criteria should be adopted in processes such as promotion, 

reward, and task assignment. 

• A work environment should be provided that supports the psychological and physical 

well-being of employees, focusing on trust and teamwork; workloads should be 

balanced, and work-life balance should be considered. 

• To increase employee satisfaction and reduce turnover, fair compensation, development 

opportunities, career planning, and social support mechanisms should be strengthened. 

• The importance of the perception of justice should be emphasized through regular 

training programs for managers and employees, and an organizational justice culture 

should be reinforced. 

This study tested the relationships between variables using correlation and regression analyses. 

Further research is recommended to test causal relationships, conduct comparative studies across 

different sectors, and examine demographic variables in greater depth. The perception of justice 

is, by its nature, a subjective form of perception. In-depth research that goes beyond quantitative 

measurement and adopts mixed-methods approaches as a research strategy for concepts such as 

organizational justice, intention to leave, and organizational health can contribute to 

understanding these classic topics from different perspectives. 
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