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Abstract:

Purpose: This study aimed to investigate the factors contributing to deviant workplace
behavior in the public sector of Pakistan, which has become a significant issue for the
government and the general public. Specifically, the study examined the impact of employees'
demographics (age, gender, and job position), organizational justice on deviant workplace
behavior. Additionally, the study sought to determine the severity and types of deviant
workplace behavior prevalent in the Pakistani public sector.

Design/Methodology/Approach: The sample was selected using convenient sampling method
and consisted of 450 employees. A questionnaire comprising 44 questions was distributed
among 560 employees, and 450 fully completed questionnaires were included in the analysis.
Findings: The study uncovered the extent of deviant workplace behavior in the public sector
of Pakistan. The demographics of employees were found to have a moderately positive
influence on the relationship between organizational justice and deviant workplace behavior.
Practical Implications: The multi-group analysis yielded significant findings regarding the
influence of demographics on organizational justice and workplace deviance.
Originality/value: The findings indicate that employees' perceptions of justice change
according to their life stage, experiences, and external influences, with job security and
equitable resource allocation being particularly vital during difficult periods.

Keywords: Workplace deviance, organizational justice, demographic differences, employee
behavior, multi-group analysis.

JEL classification: M12, M54, L24, D23, C38.

Paper type: Research paper.

'Dr., PMAS-Arid Univeristy, Department UIMS, Pakistan, e-mail: shuja@uaar.edu.pk;



mailto:shuja@uaar.edu.pk

Examining the Influence of Organizational Justice on Workplace Deviance across
Demographics: A Multi-Group Analysis
26

1. Introduction

The current study aims to investigate the influence of Organizational Justice
(OJ) on workplace deviance, taking into account Employees' Demographics
(ED), and its connection to workplace deviance (WD), with a specific focus on
Public Sector Employees in Pakistan. Organizations heavily rely on their human
resources to create a productive and successful work environment (Kilroy et al.,
2022).

Therefore, any issue related to the job performance of employees is considered
significant in today's companies. Organizations are highly concerned about
employees' behaviors, as they have a critical impact on their job performance
and, consequently, on the overall organizational performance (Shah et al., 2021;
Iskamto, 2023; Pham et al., 2023). Human beings possess inherent uniqueness,
making employees an exclusive resource with distinct characteristics when
compared to other resources such as money, materials, and machines
(Chaudhary et al., 2022).

Counterproductive workplace behavior has been under the spotlight by
academicians for the last few decades (Cohen, 2018; Anderson, 2022; Ilyas and
Bhatti, 2023). This behavior has many facets and consists of similar concepts
(Table 1) and definitions (Go6tz et al., 2019). Negativity at the workplace is
found in many shapes like aggression, violence, ‘antisocial behavior, and
workplace incivility (Thrasher, 2019; Krenn ez al., 2020).

Table 1. Workplace Deviance and Similar Concepts.

Concept Target Intention Intensity

Amntisocial
Behavior

Organizational/Personal

Unclear. could be norms
violation and /or others

From very low to
very high

Workplace
Deviance

Organizational/Personal

To violate organizational
normms

Low until high

Violence

Personal

To harm physically

Very high

Aggression

Organizational/Personal

To harm and injure

Medium and high

Incivility

Personal

Ambiguous. could be
with or without intention
to harm

Very low

Source: Andersson and Pearson, (1999), Bennett et al. (2018).

This is one of the reasons that workplace deviance has gained the attention of
scholars (Gokoglu and Oztiirk, 2020; Aisha et al., 2022 ). Even though these
behaviors are reflected as harmful and counterproductive, they may look alike
but conceptually and theoretically differ.
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Deviance in the workplace (WD) is a critical study problem due to its developing
and expanding degree and potential impact. Deviant workplace behavior (WD) is
not a new topic to address in the corporate world, but the resources that contribute
to deviant workplace behavior are still guiding new dimensions to investigate with
the passage of time and situations (Oztiirk and Poyraz, 2021).

According to a survey conducted in 32 countries across Europe, Asia Pacific, and
North America, one-third of all trade reductions were attributed to employee theft
(Braje et al, 2020; Imran, 2023). Additionally, when examining the financial
impact of WD on the US economy, it is discovered that 75% of employees have
engaged in theft from their organizations at least once. Nearly 95% of companies
in the United States have reported instances of deviant activities occurring within
their organizations (Li and McMurray, 2022).

Robinson and Greenberg (1998) estimated the "Total Annual Bill of DWB" in the
USA economy to be $4.8 billion. In 2004, it was estimated that employee theft
would result in an annual loss of $50 billion to the US economy (Li and
McMurray, 2022). In addition to the financial and economic expenses, it is crucial
to thoroughly examine the social and cultural factors in order to determine the
complete cost of WD (Chaudhary et al., 2022).

According to Everton, Jolton and Mastrangelo (2005), 42% of women employed
in organizations have encountered incidents of sexual harassment and violence in
their workplaces (Abas er al., 2023). Controlling the occurrence of workplace
deviance (WD) has become a paramount concern for organizations worldwide, as
DWRB directly impacts the financial stability of any organization (Huang et al.,
2023; Tufail and Taieb, 2023).

In order to survive in the face of workplace deviance, organizations should take
necessary measures such as re-evaluating, restructuring, and standardizing their
norms, rules, and regulations. This is crucial due to the increasing dominance of
workplace deviance and the significant costs it incurs. Due to the significant
economic, social, and psychological costs associated with WD, organizations are
urgently seeking a solution to address this pressing issue (Huang et al., 2023).

Hence, it is imperative to identify the origins or catalysts of problematic
workplace behavior in order to develop strategies and methods for mitigating
aberrant conduct within organizations. Therefore, current research is primarily
aimed at identifying and comprehending the impact of the demographics
on employees' perceptions of organizational justice.

1.1 Research Objectives

By studying on the nature of workplace deviance and relationships and influences
of employees’ perceptions on organizational justice on workplace deviance
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employees’ demographics on workplace deviance, researcher aimed to achieve
following objectives.

a. To analyze how demographic variables such as age, gender,
ethnicity, tenure, and education level influence the perception
of organizational justice and the propensity for workplace
deviance.

b. To perform a multi-group analysis to determine whether the
relationship between organizational justice and workplace
deviance differs significantly across various demographic
groups.

2. Literature Review
2.1 Organizational Justice and Workplace Deviance

There is a significant correlation between organizational justice and workplace
deviance. In the absence of organizational justice, employees perceive inequitable
treatment and are more likely to engage in deviant behavior within the workplace
(Huang et al., 2023; Jain and Dhingra, 2023; Quddous et al., 2024). Conversely,
when supervisors treat employees fairly and impartially, it has a beneficial effect
on their behavior and actions, and promotes a feeling of confidence in the
organization's fairness.

Equitable treatment serves as the foundation for fostering harmonious professional
relationships and discouraging workplace misconduct by leveraging the influence
of peers (Yesiltas and Giirlek, 2020; Meng et al., 2024). However, the belief that
employers are being treated unjustly can result in a lack of trust and the
occurrence of unethical behavior in the workplace (Gelfand and Erez, 2023).

Employees form their perception by consistently assessing their expectations for
equitable and impartial treatment from their employer, and comparing it to their
observations of organizational justice (Salsabil et al., 2023). Therefore, the lack of
fairness within an organization is regarded as the primary catalyst for deviant
behaviors. Workers form relationships with their colleagues by engaging in
mutually beneficial behaviors, following the principles of social exchange and
reciprocity theory (Jeewandara and Kumari, 2021; Kilroy et al., 2022).

Brienza and Bobocel (2017) indicate that deviant behavior directly influences
employees' emotions (Liu et al., 2022). According to the theory of social
exchanges, fairness within an organization has the capacity to reduce deviant
behavior among employees in the workplace. Previous studies have shown a
strong negative relationship between organizational justice and deviant behavior
in the workplace (Chaudhary et al., 2022; Abo-Algheit et al., 2024).
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2.2 Role of Demographics and Workplace Deviance

Regarding demographic factors, extensive literature on organizational behavior
has demonstrated that there are several demographic variables that have an impact
on work-related behavior (WDB) (Braje et al., 2020; Pletzer et al., 2022; Okeke et
al., 2022). Hershcovis et al. (2007) found that gender was a more influential factor
in predicting interpersonal aggression, which is a type of workplace deviant
behavior (WDB) (Hershcovis and Reich, 2013; Olasupo and Fagbenro, 2021;
Irshad et al., 2022).

The literature demonstrated that as men exhibit higher levels of aggression
compared to women, so males are found to be more involved in workplace
deviance (Leavitt et al., 2021; Abas et al., 2023). In addition, Sackett et al. (2006)
conducted a study to demonstrate the correlation between two domains of
citizenship and counterproductive behavior.

The demographic data collected from the research participants includes
information on gender, race, age, marital status, highest level of education
attained, occupation, average weekly working hours, years of higher education
completed, current job tenure, and career tenure.

The results showed that demographic variables were significant predictors of both
composite OCB  (Organizational Citizenship Behavior) and CWB
(Counterproductive Work Behavior) (Kumari, 2021; Anderson, 2022). The
research analysis conducted by Jeremy (2019) revealed that age, sex, and marital
status were all reliable indicators of various deviant behaviors (Mackey et al.,
2019). Therefore, the primary objective of this study is to expand the existing
body of research by conducting a more in-depth analysis of the variations in these
factors that influence engagement in WDB.

Age, gender, and personality traits have a stronger influence on workplace
deviance than organizational culture. Personality variables have been thoroughly
studied as factors that influence individual-level workplace deviance. In general,
an individual's demographic and personality have a greater impact on their deviant
behavior than the environmental factors present in the workplace. The current
research considers key demographic factors, such as gender, marital status, Covid-
19, age, and examines their impact on workplace deviance.

3. Materials and Research Methods

Non-Probability sampling method was adopted and convenience sampling
techniques was chosen. The choice was made keeping in view the available time,
resources, willingness of the organizations to participate in the study, and ease of
access to the participants. One of the common reasons of choosing convenience
sampling is simply because they are easily accessible to the investigator in
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situations where other participants or settings of interest cannot be reached. The
data has been collected from the employees working in government organizations
of Pakistan.

For this purpose, comparatively larger companies (government sector) were
selected. The companies included State Bank of Pakistan, Islamabad Electric
Supply Corporation, Pakistan International Airlines and Pakistan Railways. The
employee of these companies were reached using, personal contacts, family
members, friends, and colleagues.

Organizational Justice has been measured by the scale of Colquitt, consisting of
20 items. Work Place Deviance has been measured by the scale of Bennett and
Robinson, consisting of 19 items. As the total number of items were 39, so by
applying the sampling rule of 10 suggested by Westland, the sample size was 390
(Westland, 2010). However 500 questionnaires were distributed out of which 450
were found fit for analysis.

4. Multi-Group Analysis

The present study inquires additional critical insights into various the differences
caused by various demographic variables kept as control variables. According to
the available literature, there is a deficit in multi-group analysis in organizational
justice studies (Tricahyadinata ef al., 2020). The literature frequently emphasizes
only one level of analysis, ignoring the nested nature of Organizational Justice
(Wiseman and Stillwell, 2022; Zhang, 2024).

As a result, existing studies often consider justice in distinct intellectual silos at
various levels. This is not surprising considering that recent literature on inter-
organizational relationships has already identified a multi-group method as an
existing blind spot in research (Roehrich et al., 2024).

So it is pretty clear that the research work done so far regarding Organizational
Justice lacks a better understanding of the phenomenon of Justice and its outcomes.
The multi-group analysis would be a key factor for a better and deep understanding
of organizational justice and how it impacts on Workplace Deviance. For this
purpose multi group comparison using T test method was applied as suggested by
Klesel in his book (Klesel et al., 2021).

In this approach seems to involve comparing the estimates between two groups for
each variable, likely using t-tests to determine if the differences are statistically
significant (Klesel ef al, 2021). For multi-group analysis, the demographic
characteristics included in this research are a) gender, b) COVID Cases (Low vs.
High), c) marital status (Single vs. Married) d) Age Groups (Younger vs. Older).
The study obtained empirical evidence against each aforementioned quantitative
attribute reported and discussed below.
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4.1 Multi-Group Analysis of Gender

The results of the gender-based analysis (Table 2) reveal significant differences
through z-score between females and males in their relationships.

Table 2. Multi-Group Analysis of Gender

Male Female
Estimate P Estimate P Z-score
WD «— INTJ -0.230 0.000 -0.105 0.002 2.767***  Significantly
different
WD <«— PROC -0.164 0.000 -0.213 0.000 -0.810 Significantly
different
WD <— DISTJ -0.318 0.000 -0.120 0.135 2.047**
WD «— INFJ -0.010 0.736 0.012 0.766 0.436 Significantly
different

Notes: ***p-value<0.01; **p-value<0.05; *p-value<0.10
Source: Own study.

Interpretation of the Results:

INTI>» WD. The Z-score is highly significant (greater than 1.96),
indicating a statistically significant difference between males
and females. This suggests that males experience a significantly
stronger negative effect than females in this group.

PROF>» WD. The Z-score indicates that the difference between
males and females is not statistically significant. Even though
both genders show significant negative effects, the difference
between them is not large enough to be considered significant.

DISJ—> WD. The Z-score is significant (greater than 1.96),
indicating a statistically significant difference between males
and females. This suggests that males experience a significantly
stronger negative effect than females in this group.

INFJ=> WD. The Z-score is not significant, indicating no
statistically significant difference between males and females.
None of the gender shows a meaningful effect and the
difference between them is negligible.

Table 2.1. Results Interpretation

Demographics Significantly Remarks
Difference
Gender (M/F)
INT] — WD Yes Males experience a

significantly stronger
negative effect than females
in this group.

PROJ —»WD No Z value less than 1.96




Examining the Influence of Organizational Justice on Workplace Deviance across
Demographics: A Multi-Group Analysis

32
DISJ] —» WD Only for The Z-score confirms that the
Males difference between genders is
statistically significant,

meaning there is a meaningful

difference in how the DISJ

variable affects males

compared to females.
INFJ—> WD No Z value is less than 1.96

Notes: ***p-value<0.01,**p-value<0.05; *p-value<0.10

Source: Own study.

Significant Differences are observed (Table 2.1) among the groups INTJ on WD and
DISTJ on WD show significant gender differences, with males experiencing
stronger negative effects in both cases. No Significant Differences is observed with
reference to PROJ on WD group between males and females, even though both have
significant negative effects. The INFJ on WD group shows no significant effects or
differences between the genders.

4.2 Multi-Group Analysis of Covid Low vs. High Cases
The outcomes of the COVID-19 analysis are illustrated in Table 2.2.

Table 2.2. Multi-Group Analysis of Covid Low vs. High Cases

Low High
Cases Cases
Estimate P Estimate P Z-score

WD <«— INTJ -0.175 0.000 -0.166 0.000 0.186

WD <— PROJ -0.164 0.000 -0.168 0.000 -0.076

WD <— DISJ -0.243 0.000 -0.247 0.000 -0.042

WD <«— INFJ -0.084 0.183 -0.058 0.230  -1.793* Significantly
different

Notes: ***p-value<0.01; **p-value<0.05; *p-value<0.10
Source: Own study.

Interpretation of the Results:

INTJ — WD. The Z-score is not significant, indicating that the difference between
Low Cases and High Cases is not statistically significant. Both groups show strong
negative effects, but the difference between them is minimal.

PROJ— WD. The Z-score is not significant, suggesting that the difference between
Low Cases and High Cases is not statistically significant. The negative effects in
both cases are nearly identical.

DISJ— WD The Z-score is not significant, indicating no statistically significant
difference between Low Cases and High Cases. Both groups experience similar
negative effects.
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INFJ — WD. The Z-score is close to -1.96, indicating that the difference between
Low Cases and High Cases is approaching statistical significance. It is noted as
significantly different, suggesting that the effect differs between Low and High
Cases, even though neither estimate is individually significant.

In all three of these groups (INTJ, PROJ and DISJ] —» WD), both Low Cases
and High Cases exhibit significant negative effects, but the differences between
these effects are not statistically significant. This means that the effect of the

variable being measured is consistent regardless of whether cases are low or
high.

WD—> INFIJ: This group shows a difference approaching statistical significance
between Low Cases and High Cases, with the direction of the effect differing
(positive for Low Cases, negative for High Cases), although neither effect is
individually significant. This suggests a potential difference in how Low and
High Cases affect the outcome, but it’s not strong enough to be conclusive on its
own.

Table 2.2.1. Results Interpretation

Demographics Significantly | Remarks
Difference
Covid Cases
(Low/High Cases )
INTJ] — WD No Z value is less than
1.96
PROJ—™» WD No Z value is less than
1.96
DIS] —»WD No Z value is less than
1.96
INFJ — WD Yes Modest but statistically

significant difference
when compared on
group basis on basis of
Z value score

Notes: ***p-value<0.01;**p-value<0.05; *p-value<0.10
Source: Own study.

No Significant Differences is observed (see table 2.2.1) between the impact of INTJ,
PROC, and DISJ on WD, there is no statistically significant difference between the
effects in Low Cases and High Cases, suggesting consistency in their negative
impacts across different levels of cases.

However potentially Significant Difference is found among the INFJ on WD group,
there is a potential difference in the effects between Low and High Cases, with a
tendency towards significance, even though neither group shows a strong effect on
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its own. This could indicate that the relationship between the cases and the outcome
is more complex in this group.

4.3 Multi-Group Analysis of Single and Married Employees

The multi-group analysis among single and married employees (Table 2.3) also
reveals that a significant difference is found between organizational justice and
workplace deviance.

Table 2.3. Multigroup Analysis Single vs. Married Employees
Single Married
Estimate P Estimate P Z-score
WD <«— INTJ -0.191 0.000 -0.170  0.000 -0.453
WD «—PROJ -0.108 0.012 -0.238  0.000 2.236** Significantly
different

WD «— DISJ -0.238 0.002  -0.243  0.000 0.048
WD <«— INFJ 0.000 0.999  -0.001 0983 0.017
Notes: ***p-value<0.01,;**p-value<0.05; *p-value<0.10
Source: Own study.

Interpretation of the Results:

INTJ] —» WD. The Z-score indicates no statistically significant difference
between Single and Married groups. Both groups show strong negative effects,
but the difference between them is minimal and not statistically significant.

PROJ —» WD. The Z-score is statistically significant (greater than 1.96),
indicating a significant difference between Single and Married groups. Married
individuals experience a significantly stronger negative effect compared to
Single individuals.

DISJ] —» WD. The Z-score indicates no statistically significant difference
between Single and Married groups. Both groups show nearly identical negative
effects.

INFJ —» WD. The Z-score indicates no statistically significant difference
between Single and Married groups. Neither group shows any meaningful

effect, and the difference between them is negligible.

Table 2.3.1. Results Interpretation

Demographics Significantly Remarks
Difference

Marital
Status(Single/Married)

INT] WD No Z value less than 1.96
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PROJ —WD Yes Married ones are more
concerned than single
ones
DIS] —»WD No Z value less than 1.96
INFJ —WD No Z value less than 1.96

Notes: ***p-value<0.01,**p-value<0.05; *p-value<0.10
Source: Own study.

The effect of INTJ, PROJ on WD: Both groups (Single and Married) show
significant negative effects (Table 2.3.1), but the differences between them are not
statistically significant. This means that the negative impact is similar for both
Single and Married individuals in these categories.

The PROJ effect on WD: There is a statistically significant difference between
Single and Married groups, with Married individuals experiencing a significantly
stronger negative effect compared to Single individuals.

The effect of INFJ on WD: Neither Single nor Married individuals show any
significant effect, and there is no significant difference between the two groups.

4.4 Multi-Group Analysis of Age Groups

The multi-group analysis based on age groups (Table 2.4) reflects a significant
difference with regard to multigroup analysis based on age groups.

Table 2.4. Multi-Group Analysis based on Age Groups
Age 1 Age 3-5
Estimate P Estimate P Z-score
WD «— INTJ -0.156 0.000 -0.192 0.000 -0.805
WD <«— PROJ -0.112 0.000 -0.240 0.000 -1.74%* Significantly
4—

different
DISJ -0.116 0.002 -0.275 0.031 1.852%* Significantly
different

WD

WD <— [INFJ 0.005 0.896 -0.009 0.766 -0.295

Notes: ***p-value<0.01;**p-value<0.05; *p-value<0.10
Source: Own study.

Interpretation of the Results:

The effect of INTJ on WD is not significant, as the Z-score is not significant (far
below +1.96), meaning the difference between the estimates for single and married
individuals is not statistically significant. Despite both groups showing negative
estimates, the difference between them isn't strong enough to be considered
significant.
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PROJ on WD, The Z-score is close to -1.96, suggesting that the difference between
the estimates for Age 1 and Age 3-5 is approaching statistical significance. It is
marked as significantly different (though only mildly), meaning that the negative
effect for Age 3-5 is somewhat stronger than for Age 1.

DISTJ on WD, The Z-score is close to 1.96, suggesting that the difference between
the estimates for Age 1 and Age 3-5 is approaching statistical significance. It is
marked as significantly different, indicating that the negative effect for Age 3-5 is
stronger than for Age 1.

INFOJ on WD, The Z-score indicates no statistically significant difference between
the two age groups. None of the group shows any meaningful effect, and the

difference between them is negligible.

Table 2.4.1. Multigroup Analysis Younger vs Older Employees

Demographics Significantly Remarks
Difference
Age
Groups(Younger/
Older)
INT]—» WD No Z value is less than 1.96
PROJ—/™ WD Yes Both age groups show significant

negative estimates, with Age 3-5
having a stronger negative effect
than Age 1. The Z-score confirms
that this difference between the age
groups is statistically significant.

DIS] —» WD Yes Both age groups show negative
estimates, with Age 3-5 having a
stronger negative effect than age 1.
The Z-score indicates that this
difference between the age groups
is statistically significant.

INFJ —» WD No P value is insignificant

Notes: ***p-value<0.01;**p-value<0.05; *p-value<0.10
Source: Own study.

The most notable findings (Table 2.4.1) are in the PROJ on WD and DISJ on WD
groups, where the differences between the age groups are approaching or achieving
statistical significance.

In these cases, Age 3-5 tends to experience a stronger negative effect than Age 1,
except for WD DISJ, where Age 1 has the stronger negative effect. The other
comparisons do not show significant differences between age groups.
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5. Result Interpretations and Conclusion

The results revealed interesting impacts regarding the impact of demographics
among INTJ and WD. In case of gender, the literature supports that, studies suggest
that women may be less sensitive to interpersonal justice due to socialization
processes that emphasize relational and communal aspects (Ng et al., 2016; Reis,
2021).

Women often place a higher value on relationships and communication, which might
make them more attuned to how they are treated by others in the workplace
(Kneavel, 2020). Conversely, men prioritize their professional advancement and
development over their interpersonal relationships (Andoh et al., 2022). In contrast
to men, women prioritize the development of their professional relationships over
their professional development.

In the case of COVID low versus high, variation in employee’s behaviors was
observed. In this case the significant relationship was found between INFOJ on WD.
It is observed that employees were more concerned about the informational justice
when less covid cases was reported.

While in high covid cases employees were less concerned about informational
justice as they had fear of losing their job. It can be inferred that during covid
pandemic the justice perception significantly changed as employees had a feeling of
losing their jobs.

So employees were less concerned regarding the informational justice and they were
more concerned about their job security. Throughout the COVID-19 pandemic, job
security frequently superseded employees' perceptions of organizational justice
(Hngoi et al., 2023).

During crises, employees generally prioritize immediate survival, with job
preservation becoming paramount amid prevalent layoffs, furloughs, and economic
instability in the workplace (Bhaskar ef al., 2020).

In terms of the marital status, the only significant impact was observed between the
impact of procedural justice on workplace deviance. So it can be concluded as,
married individuals are influenced by financial responsibilities, family dynamics,
and long-term commitment, so they exhibit a stronger impact of procedural justice
on workplace deviance (Meng et al., 2024).

The married ones have more financial responsibilities and are more concerned of the
procedural justice at workplace in comparison of the single ones. Same results have

been previously reported by (Kim and Tziner, 2019; Chen and Wang, 2021).

The results of age groups shows that procedural justice and distributive justice has a
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significant impact on workplace deviance. In case of the impact of PROJ on WD, it
is observed that the younger ones are less concerned about the procedures as
compare to old age employees.

Older individuals show a heightened impact of procedural justice on workplace
deviance, influenced by career impressions, elevated career aspirations, a desire for
growth, increased fairness sensitivity, evolving career expectations, and
organizational commitment (Kollmann et al., 2019).

While the younger employees are less vocal and concerned regarding the procedural
justice as they are new and more concerned of building up their good repute with
their supervisor for their better career progression, growth and development
(Colquitt et al., 2022).

In terms of distribution of resources it is observed that the older employees are more
concerned as compare to younger ones regarding the fair and equal distribution of
resources. Older employees typically have invested many years in their organization,
and they may feel a stronger attachment to fair outcomes, especially concerning
promotions, benefits, and compensation (Kollmann et al., 2019).

Having contributed more to the organization, they naturally expect to be rewarded
fairly for their experience and dedication. Distributive fairness in how resources and
rewards are allocate, becomes critical to maintaining their trust in the organization
(Adamovic, 2023).

The study concludes that demographics, including gender, marital status, and age,
significantly affect employees' perceptions and responses to organizational justice.

Women emphasize interpersonal relationships and exhibit heightened sensitivity to
interpersonal justice, whereas men concentrate on career progression. Married
employees exhibit heightened concern for procedural justice owing to financial
obligations and familial commitments, rendering them more attuned to inequitable
processes in the workplace.

Senior employees exhibit a heightened concern for procedural and distributive
justice, anticipating equitable treatment in promotions and resource distribution
owing to their extensive tenure with the organization. In crises such as COVID-19,
job security frequently emerges as the predominant concern, eclipsing other
perceptions of justice.

The findings indicate that employees' perceptions of justice change according to
their life stage, experiences, and external influences, with job security and equitable
resource allocation being particularly vital during difficult periods.
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