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ABSTRACT 
The private healthcare industry is strictly financed on a fee-for- services basic meaning that the patients have to bear 
all the medical expenses if they need medical treatment. The demand for healthcare is increasing in Malaysia as there is 
a increasing demand among Malaysians and greater awareness among them.Organ(1988) defined organization 
citizenship behavior(OCB) as the individual’s behavior that is discretionary, not directly or explicitly recognized by the 
formal reward system and that in the aggregate promotes the effective functioning of the organization. The objectives of 
this research is to explore the relationship between interactional justice and OCB, performance based pay and OCB 
and finally the internal career orientation and OCB. The research was conducted by distributing questionnaires to all 
personnel involved in private healthcare and this includes private clinics. The results of this research showed that there 
is a positive relationship between interactional justice and OCB, performance based pay and OCB and finally there is a 
positive relationship between internal career orientations and OCB. Some of the limitations addressed in this research 
were the poor response in terms of obtaining the questionnaires back since most of the personnel are busy. This study 
will be able to provide guidelines on how private healthcare in Malaysia can further understand variables which will 
influence citizenship behavior among its employees and also how to encourage it among them to improve their services.  
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1.0 Introduction  
According to MGCC (2012),healthcare sector in Malaysia is operating under two-tier healthcare system, public and 
private healthcare sectors. The public healthcare sector is heavily subsidized by government and used by most of the 
population in Malaysia. Whereas, the private healthcare industry is strictly financed on a fee-for-services basis, meaning 
that the patients have to afford all the medical expense if they are to have medical treatment in the privately owned 
hospital. Private healthcare service providers are said to be more flexible when compared to public services providers in 
term of technologies (Jose, 2012).The privatization of healthcare industry would be said as having been contributing the 
overall efficiency and effectiveness of the healthcare industry in Malaysia, providing a greater accessible and flexible 
medical services to a wide range of people while at the same time help improve the overall medical standard and quality 
of Malaysia through competition (Rasiah, Tumin, & Abdullah). Organ(1988) defined organization citizenship 
behavior(OCB) as the individual’s behavior that is discretionary, not directly or explicitly recognized by the formal 
reward system and that in the aggregate promotes the effective functioning of the organization. Discretionary is defined 
as the behavior that is not an enforceable requirement of the role or the job description, that is, the clearly specifiable 
terms of the person’s employment contract with the organization. This behavior could be very beneficial in most 
organizations and valuable if it can be exhibited by employees in private healthcare.  .On the other hand, Baghersalimi, 
Keldbari, &Alipour (2011) said that citizenship behaviors are of crucial importance in healthcare industry because some 
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of the patients need special care and positive behaviors corresponding to their health condition or the types of disease 
contacted company during hard time.Given the important role played by private healthcare industry, it is important to 
understand the relationships between the independent variables and the OCB in private healthcare industry. 
Samad(2006) said that the organizational justice describes the perception of individual toward the fairness of treatment 
being received and their response to such perception. According to Bakshi,Kumar & Rani,(2009), organizational justice 
perceptions strongly affect the attitude of the workers such as job satisfaction, turnover intentions and organization 
commitment and as well as workplace behaviours such as absenteeism and organizational citizenship behaviour. Cohen-
Charach and Spector(2001) defined interactional justice as the way administration treats the justice receiver and 
concerns the human aspect of the organization practices.(cited in Yilmaz and Tasdan,2009,p.108). Thomas Li Ping 
Tang(1996) found that distributive justice and procedural justice had a positive relationship with the level of satisfaction 
and commitment of employees respectively in the Veteran Administration Medical Center in the southeastern United 
States. Interactional justice concerns the individual’s perception of the quality of treatment experienced when 
organizational procedures are implemented. Employees show much concern on treatment they receive from superior 
and the adequacy in which formal decision-making procedures are explained(Labedo,Awotunde, Salaam –Saghir,2008). 
Human Resource Management (HRM) is an employment and utilization of individuals to achieve organizational 
objectives(R.WayneMondy& Mondy,2010). HRM has four main functions,namelystaffing,development,reward and 
evaluation(Bamble,Shamsudin,&Subramaniam,2009).Therefore,if an organization wanted to achieve continuous 
extraordinary performance, the management needs to be concerned of their HRM  practices that can keep employees 
developed and motivated in the organization(Huselid,1995). According to Sun,,Aryeeand Law(2007) high performance 
HRM practices cultivate employee’s shared perception of a supportive organizational environment and this will 
motivate employees to perform extra-role behaviours that can contribute to the organizational performance.   The four 
components are empowerment, performance based pay,employee training and organization’s selection and socialization 
practices.Employee intention to perform helping behaviours may be established on the motives behind the performance 
of such behaviours. Bal(2011) highlighted that when helpingbehaviour is taken into consideration for performance 
appraisal,employees seeking advancement might engage in this behaviour to gain positive ratings and further 
advancement.Chompokum&Derr(2004) defined internal career orientation  as a more stable, deeper and longer term 
definition of work identity rather than just being a part of the organization and that it is a person’s career self-identity 
further focusing on what a person can do, what he/she thinks that is important and is striving to achieve. According to 
Derr(1996) there are five dimensions to internal career orientation:Getting High: Some people are looking for 
challenging, exciting and the engaging process in their job. Getting Ahead: This upwardly mobile career orientation is 
usual associated with climbing up a hierarchy or a status system, Getting Secure: Some people are driven by the need 
for job security, organizational identity and the desire for a sense of order  and getting Balance: Some people seek to 
balance their work, relationship and self development lives. 
Among all the dimensions getting secure has a significant influence on OCB because people who are looking for a 
secure job would put forth extra effort in their job moving the organization forward (Derr and Chilton,1983) A study 
conducted by Chompookum and Derr (2004) among employees in Thailand concluded that getting secure orientation 
tend to show higher levels of OCB.  
 

3.0 Methodology 
3.1 Propositions Development 

According to Rego and Cunha(2010), all justice dimensions are positively related to OCB but only the employees who 
find that their supervisors whom interact equally with them as a member of the group will tend to view OCB as a duty, 
emerging as the strongest predictor of OCB. Rego et al.,(2010) further elaborated in this studies that when employees 
perceive a high level of procedural justice and interactional justice this will lead them to take initiative in engaging in 
discretionary behaviours as reciprocation to their supervisors. 
H1o: There is no significant relationship between interactional justice and OCB among private healthcare practitioners 
H 1a: There is a significant relationship between interactional justice and OCB among private healthcare practitioners 
 
W. Lamet al.,(2009) proposed that the performance-based pay in fact, enhance the employees self-concept and social 
identity. According to Bamble et al.,(2009), performance-based pay may encourage employees to exhibit OCB because 
it leads to a high-quality exchange relationship which will motivate them to spend time doing things that benefit 
organization and its members instead of their own individual interests. 
H2o: There is no significant relationship between performance-based pay and OCB among private healthcare 
practitioners 
H2a: There is a significant relationship between performance-based pay and OCB among private healthcare 
practitioners 
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In a research conducted by Chompokumet al.,(2004), it was concluded that people who are high in getting secure 
dimension tend to perform the highest level of OCB because they place importance on job security so they tend to feel 
secured working in a stable organization. Furthermore in this research it was further concluded that those who are high 
on getting ahead and getting high will tend to perform moderate level of OCB and to maintain a sense of belonging in 
the organization they will exhibit moderate level of OCB. And finally in this research it was also said that people who 
are getting balance and getting free tend to perform the lowest level of OCB because they want to create a balance. 
H3o: There is no significant relationship between internal career orientation (getting ahead, getting secure, getting free, 
getting balance and getting high) and OCB among private healthcare practitioners. 
H3a: There is a significant relationship between internal career orientation (getting ahead, getting secure, getting free, 
getting balance and getting high) and OCB among private healthcare practitioners. 
 
Proposed Framework 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
3.2 Sampling and Data Collection 
According to Lee(2012), there are 183 private hospitals in Malaysia. The study was done only in Ipoh, Malaysia and 
there are eight private hospitals in Perak(APHM,2013). There were 150 questionnaires which were distributed and 106 
questionnaires were returned, for a response rate of 70.6%.  
 
3.3  Measures 
In Section A, demographic data of the respondents were gathered such as gender, age, marital status,ethnicity, 
qualifications, salary, department and area of specialization.In this section, the fixed alternative questions are further 
divided into two types, which are simple-dichotomy and determinant-choice questions.Simple dichotomy questions 
require the respondents to choose one out of two alternatives whereas determinant-choice questions require the 
respondents to select one out of several alternatives(Zikmund et al.,2010). In Section B and C, the independent and 
dependent variables were tested respectively. In Table 4.2, it summarizes the origin source of measurement for this 
study, where it was adopted from and the number of items constructed for the purpose of this research. 
 

Table 4.2 The Origin of Source of Measurement 
 

Constructs Adopted from No 
of 

items 
Organizational 
citizenship 
behavior (OCB) 

Kernodle, 2007 14 

Interactional 
justice  

Rego & Cunha, 2010 6 

Performance-
based pay 

http://www.scribd.com/doc/60849743/OCB-
Questionnaire-Final-With-Numbers 

5 

Internal career 
orientation  

Peck, 2006 25 

 

Interactional 
Justice 

Performance 
Based Pay 

Internal Career 
Orientation 

OCB 
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4.0 Results and Discussion 
In this research, the data are to be coded and analyzed using SPSS(Statistical Package for Social Science). The result of 
this data analysis will then be interpreted. There are three types of analysis in this study which is descriptive, reliability 
and inferential analysis. 
 
4.4 Results 
In terms of gender 11.3% of the respondents are male and 88.7% are female. Most of the respondents fall into the 
category of age between 21 to 30 years old which is 37.7%, followed by 31 to 40 year old which is24.5%, 41 to 50 year 
old which is 18.9%, 51 year old and above is 15.1% and the 3.8% for 20 years and younger. The descriptive analysis 
under marital status describes 56% of the respondents are married, 48% are single and 2% are divorced. In the category 
of ethnicity 48% of the respondents are Indians, 30% are Chinese and 28% are Malays.Most of the respondents hold a 
Diploma which is 45.3%, others 34.0%, Degree holders are 17% and Masters are 3.8%. In terms of salary, 64.2% below 
RM2000,22% between RM 2001-4000,9.4 % in between RM 4001-6000, 3.8% for RM6001-8000 and 1.9% for 
RM8001 and above. The data was not only gathered from private hospitals which is 60.4% but also private clinicwhich 
is 39.6 % respectively. 
 
Table 1 provides the summary of reliability analysis. All of the measures included in the questionnaires showed 
adequate level of internal consistent reliability. The internal reliability measures 0.77 for interactional justice,0.67 for 
performance based pay,0.82 for internal career orientation( getting ahead),0.82 for internal career orientation (getting 
secure), 0.76 for internal career orientation( getting balance) and 0.81 for internal career orientation( getting high). 
 
Table 1:  Reliability Estimates 
Variable Alpha   
    
Interactional Justice 0.771   

Performance Based Pay 0.670   

Internal Career Orientation  
(Getting Ahead) 

 0.824   

 
Internal Career Orientation 

   

(Getting Secure) 0.828   

    
Internal Career Orientation 
(Getting Balance) 

0.760   

    

Internal Career Orientation 
(Getting High) 
 

0.810   

Internal Career Orientation 
(Getting Free) 
 

0.650   

Organization Citizenship 
Behavior 

0.790   

    

 
According to Zikmund et al.,(2010), Pearson correlation coefficient is a statistical measure that can indicate the 
direction,strength and significance of the bivariate relationship among all the variables that are measured in an interval 
or ratio level. Based on Table 2, there is a positive relationship between interactional justice and OCB and p value 0.000 
is less than alpha value 0.01 so H1o is rejected this there is a significant relationship between interactional justice and 
OCB. 
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Table 2: Correlation between Interactional Justice and OCB 
 

    

OCB 
Interactional 

justice 
OCB Pearson 

Correlation 1 .808** 
Sig. (2-
tailed) 

  
0 

N 106 106 
IJ Pearson 

Correlation .808** 1 
Sig. (2-
tailed) 0 

  

N 

106 106 
 

Table 3: Correlation between Performance Based Pay and OCB 
 

    
OCB 

Performance Based 
Pay 

OCB Pearson 
Correlation 1 .721** 

Sig. (2-
tailed) 

  
0 

N 106 106 
PBP Pearson 

Correlation 

.721** 1 
 

Table 3 above indicates there is a positive relationship between performance based pay and OCB because of the positive 
value for correlation coefficient and p value  0.000 is less than alpha value 0.01 so H2o is rejected thus there is a 
significant relationship between performance based pay and OCB.According to Zikmund et al.,(2010), multiple 
regression analysis is an analysis of association in which two or more independent variables are said to have an impact 
on dependent variable so it has been applied to measure the relationship between the five dimensions of internal career 
orientation and OCB. Table 4 indicates that the value of correlation coefficient (R value) is 0.930 thus there is a positive 
correlation and a strong correlation between the five dimensions of internal career orientation and OCB.  The R square 
value shows the percentage of the independent variables impact on the dependent variables and in this research 85.8% 
can be explained and left with 14.2% of unexplained factors. The p value is less than the alpha value 0.01 so it can be 
concluded that the F statistic is significant and the internal career orientation significantly explains the variance in OCB 
so H3o can be rejected and H3a can be accepted 
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Table 4: R Square and ANOVA Results 
    
    
R 0.930 

R Square 0.865 

Adjusted R Square 0.858 

Std Error of 
Estimate 

.11218 

F       127.642 

    
Sig. 0.000 

  

  

  

  

Table 5 : 
Coefficients 

 

 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B 
Std. 

Error Beta 
1 (Constant) -0.03 0.176   -0.171 0.864 

G. Free 0.048 0.05 0.059 0.971 0.334 
G. High 0.049 0.033 0.066 1.494 0.138 
G. Secure 0.388 0.079 0.379 4.891 0 
G. Balance 0.388 0.074 0.397 5.269 0 

 

 

 
 
 
In Table 5, p value for getting free dimension is 0.334 which is more than alpha value 0.05 so it is not significant to 
predict OCB. The p value for getting high dimension is 0.138 which is more than alpha value 0.05 so it is not significant 
to predict OCB. The p value for getting secure dimension is 0.000 which is less than alpha value 0.01 so it is significant 
to predict OCB. Getting balance dimension p value is 0.000 which is less than alpha value 0.01 so it is significant to 
predict OCB and getting ahead dimension p value is 0.001 which is less than alpha value 0.01 so it is significant to 
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predict OCB. According to Table 5, getting balance dimension of internal career orientation is the predictor variable that 
contributes to the highest to the variation of the dependent variable and it makes the strongest contribution to explain the 
variation in OCB. 
 
5.0 Conclusion 
The results above show that there is a positive relationship between interactional justice and OCB. William et al.,(2002) 
found that procedural and distributive justice are related to OCB but only interactional justice influence actual OCB 
because personal fair treatment by supervisors convey greater fairness than a general assessment of the fairness of the 
overall procedures. The results also indicate there is a high and positive relationship between performance-based pay 
and OCB. According to Yu et al.,(2010) stated that when employees are rewarded based on their excellent performance, 
they will feel responsible to their work and Gupta et al.,(2010) also found a positive relationship between performance-
based pay and OCB. The research further concluded that practitioners who are high in getting balance dimension 
contribute the most to OCB and getting secure is ranked number. According to Derr(1986), people who are high in 
getting balance tend to balance their work, relationship and self-development lives and they try to separate themselves 
from their work. Given the result showing that getting balance and getting secure dimensions contribute the most to 
OCB, it is safe to assume that marital status plays an important role. According to Mondy(2010), married workers tend 
to value work- life balance as more important. In this research, 52.8% of the respondents are married. The dimension 
getting ahead is ranked number three in its contribution towards OCB and the results are consistent with Delong(1982) 
which highlighted the reason to exhibit  OCB is because supervisors generally will take helping behaviour into 
consideration when making promotional decision hence showing this behaviour will help them to get better appraisal.It 
is recommended that the research to be conducted in different states in Malaysia and even in different countries. 
 
 

REFERENCES 
APHM.(2013). Association of Private Hospitals of Malaysia. Retrieved January 6, 2013 , from member hospitals: 
http://www.hospitals-malaysia.org/portal/index.asp?menuid=3 
Baghersalimi, S., Keldbari, H. R., &Alipour, H. R. (2011). Organizational Citizenship Behavior And Employees Social 

Capital Case Study: Rasht Hospitals. Australian Journal of Basic and Applied Sciences, 5(8): 1185-1193, 2011, 
ISSN 1991-8178 , 1185. 

Bakhshi, A., Kumar, K., & Rani, E. (2009).Organizational Justice Perceptions as Predictor of Job Satisfaction and 
Organization Commitment. International Journal of Business and Management Vol. 4, No. 9 . 

Bal, A. (2011). WHEN “WHY” MATTERS: THE EFFECTS OF MOTIVE ATTRIBUTIONS FOR OCB ON 
EMPLOYEE OUTCOMES. 789 East Eisenhower Parkway P.O. Box 1346 Ann Arbor, MI 48106 - 1346: 
ProQuest LLC. 

Bamble, A., Shamsudin, F., &Subramaniam, C. (2009). Eliciting OCB Through Human Resource Management 
Practices: Review of Extant Literature. 3-10. 

Chompokum, D., &Derr, C. B. (2004).The effects of internal career orientations on organizational citizenship behavior 
in Thailand. Career Development International , 406-423. 

Delong, T. (1982). “The career orientations of MBA alumni: a multidimensional model", in Katz, R. (Ed), Career Issues 
in Human Resource Management. Englewood Cliffs: Prentice-Hall, NJ. 

Derr, B. (1986). Managing the new careerists: the diverse career success orientations of today’s workers.Jossey-Bass, 
San Francisco. 

Derr, B. (n.d.). Career Orientations Assessment. Retrieved January 3, 2013, from Wikispaces: 
http://novahrm.wikispaces.com/file/view/CareerOrientationsAssessment.doc 

Derr, C. B., & Chilton, s. (1983). The career directionality of high school principals. The High School Journal , 67 (1), 
11-19. 

Guest, D. (1997). HUman Resource Management and Performance: A Review and Research Agenda. International 
Journal of Human Resource Management , 263-76. 

Gupta, V., & Singh, S. (2010). Developing a set of high performance HRM practices and exploring its relationship with 
OCB and organization justice. . Group and Organization Management , 326-357. 

Huselid, M. A. (1995). The impact of human resource practice on turnover, productivity,and corporate financial 
performance. Academy of management journal , 38, 635-672. 

Jose, R. (2012, August 7). Global Private Healthcare Spending to Exceed US$5.0 Trillion by 2018, According to New 
Report by Global Industry Analysts, Inc. Retrieved December 29, 2012, from PRweb: 
http://www.prweb.com/releases/prwebprivate_healthcare/private_public_hospitals/prweb9775698.htm 



ISSN: 2201-6333 (Print) ISSN: 2201-6740 (Online)                                                     www.ijern.com 
 

8 
 

Ladebo, O. J., Awotunde, J. M., & Salaam-Saghir, P. A. (2008). Coworkers' and Supervisor Interactional Justice: 
Correlates of Extension Personnel's Job Satisfaction, Distress, and Aggressive Behavior. Institute of 
Behavioral and Applied Management , 206-221. 

Lee, K.S. and Gao, T., 2005. Studying organizational commitment with OCQ in the Korean retail context: its 
dimensionality and relationships with satisfaction and work outcomes.International review of retail, 
distribution and consumer research, 15 (4), 375–399. 

Lee, Y. M. (2012, August 3). Number of private hospitals with support services to increase. Retrieved January 5, 2013, 
from thestar online: http://thestar.com.my/news/story.asp?file=/2012/8/3/nation/11788783&sec=nation 

MGCC.(2012). "Market Watch 2012" The healthcare sector in Malaysia.The German Chamber Network. 
Mondy, R. (2010). Human Resource Management (eleventh ed.). New Jersey: Pearson Education INC. 
Organ, D. W. (1988). Organizational Citizenship Behavior: The good soldier syndrome. Academy of Management 

Review , 294-297. 
Organ, D. W. (1994).Personality and organizational citizenship behavior. Journal of Management , 20, 465-478. 
Organ, D. W., &Lingl, A. (1995).Personality, satisfaction, and organizational citizenship behavior. The journal of social 

psychology , 135(3), 339-350. 
Organ, D. W., & Ryan, K. (1995).A meta-analytic review of attitudinal and dispositional predictors of organizational 

citizenship behavior. Personnel Psychology , 48, 775-802. 
Organization. (2012). (L. P. Group, Producer) Retrieved December 28, 2012, from DIctionary: 

http://dictionary.reference.com/browse/organization 
Othman, N. (2006). Do healthcare personnel promote organizational citizenship behaviors? IJMS 13 (2), 89-106 . 
R.WayneMondy, S., &Mondy, J. B. (2010).Human Resource Management (Eleventh Edition). New York: Prentice 

Hall. 
Rasiah, R., Tumin, M., & Abdullah, N. N. (n.d.). Ownership and Healhcare Services in Malaysia: Critical Issues. 

Retrieved December 23, 2012, from http://umconference.um.edu.my/upload/43-
1/papers/272%20RajahRasiah_MakmorTumin_NikRosnahAbdullah%20%28specialsession%29.pdf 

Rego, A., & Cunha, M. P. (2010). Organisational Justice and Citizenship Behaviors: A Study in the Portuguese Cultural 
Context. APPLIED PSYCHOLOGY: AN INTERNATIONAL REVIEW , 59 (3), 404-430. 

Samad, D. S. (2006). Procedural and Distributive Justice: Differential Effects On Employees' Work Outcomes. The 
Business Review, Cambridge; Summer 2006; 5, 2; ABI/INFORM Complete , 212. 

Sun, L.-Y., Aryee, S., & Law, K. (2007). HIGH-PERFORMANCE HUMAN RESOURCE PRACTICES, 
CITIZENSHIP BEHAVIOR, AND ORGANIZATIONAL PERFORMANCE: A RELATIONAL 
PERSPECTIVE. Academy of Management Journal , 558–577.Supplementary versus complementary models of 
fit. Journal of Vocational Behavior, 

Thomas Li Ping Tang, L. J.-B. (1996). Distributive and Procedural Justice As Related To Satisfaction And 
Commitment. S.A.M. Advanced Management Journal . 

Williams, L., & Anderson, S. (1991). Job satisfaction and organizational commitment as predictors of organizational 
citizenship and in-role behaviors. J. Manage., 17(3): 601-617.  

Williams, S., Pitre, R., &Zainuba, M. (2002). Justice and Organizational Citizenship Behavior Intentions: Fair Rewards 
Versus Fair Treatment. The Journal of Social Psychology , 142(1), 33-34. 

Worthy, J. C. (1986). Overachievement at work: A class of pro-social behavior. Academy of Management . 
Yu, G. W., Kamarul, Z. A., & Yap, S. F. (2011). Promoting Organizational Citizenship Behaviour Through High 

Involvement Human Resource Practices: An Attempt to Reduce Turnover Intention. Annual International 
Conference on Human Resource Management and Professional Development for the Digital Age (HRM&PD) . 

Zikmund, W. G., Babin, B. J., Carr, J. C., &Griggin, M. (2010). Business Research Method (8th ed.).SOUTH-
WESTERN CENGAGE Learning. 

 


