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INTRODUCTION

To untangle the “organizational knot” composed of 
organizational justice, organizational commitment, 

and turnover intentions, it is essential for 
researchers to comprehend that each component 
involved introduces interconnected socio-economic 
aspects to the workplace environment, requiring 
exhaustive individual research investigation. The 
study recognizes the foundational assumption that 
“championing” fairness and equality can bring 
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the organization a substantial enhancement of its 
workforce stability and overall financial/innovative 
performance, as organizational justice (encompassing 
the procedural, distributive, and interactional 
dimensions), plays a pivotal role in shaping employee 
commitment and downgrading turnover intentions. 
Organizational justice reveals how employees perceive 
their work environment, encompasses their sense of 
organizational belonging and emotional investment, 
thereby becoming a crucial determinant of employee 
long-term loyalty and a mitigating turnover asset 
(Imamoglu, Ince, Turkcan, Atakay, 2019; Mengstie, 
2020; Budomo, 2023). To date, it is recognized that 
negative perceptions of organizational justice can 
erode commitment and escalate turnover rates 
significantly, whereas positive workplace perceptions 
of this phenomenon can foster a profound sense of 
employee loyalty, reducing the likelihood of adverse 
work-related behaviors. The presented complex 
relationships have been in the focus of extensive 
scholarly research (Loi, Hang‐Yue & Foley, 2006; Bakri 
& Ali, 2015; Sökmen & Ekmekçioğlu, 2016; Al-Kilani, 
2017; Emeji, 2018; Khalid, Rehman & Muqadas, 2018; 
Khan, Afsheen, Jan & Tariq, 2018; Ekmekcioglu & 
Aydogan, 2019; Jang & Hwang, 2019; Kang & Sung, 
2019; Mete & Sökmen, 2019; Fatima, Izhar & Kazmi, 
2020; Aggarwal, Jaisinghani & Nobi, 2022; Mahfouz, 
Halim, Bahkia & Alias, 2022; Abdullah & Al-Abrrow, 
2023; Budomo, 2023).

Following the intellectual path laid by the mentioned 
research predecessors, this research draws the 
basic premise that organizational justice acts as 
the fundamental employee retention element, 
since it impacts perceptions and molds attitudes 
in the workplace, but it is the level of commitment 
that presents the “it component” that ultimately 
determines whether employees will decide to leave 
the organization or stay in it. The subject matter 
of the study is a profound examination of the (in)
direct relationships that may be observed between 
perceived organizational justice, organizational 
commitment, and employee intention to leave the 
organization. The primary objective of the study is 
to investigate how perceived organizational justice 
affects an average millennial employee’s decision 
to leave the organization, while simultaneously 

examining whether the commitment level plays 
a mediating role in this relationship or not. The 
initial point of the research is a theoretical overview 
accompanied by the collection of valuable statistical 
data necessary in order to understand the empirical 
connection between organizational justice and 
organizational commitment, in addition to exploring 
the prevailing turnover trends among the millennial 
generation employed in the Serbian corporate 
setting. The presented research intentions point to 
the targeted research gap that, to the authors’ best 
knowledge, exists, since no study that combines 
the three mentioned subject variables has yet been 
conducted on a sample of the millennial generation, 
or in the specific context of the national economy.

Taking into account all the above-mentioned, the 
study is structured in such a way as to include several 
precisely defined sections. In the first section (the 
theoretical background) a concise and systematic 
theoretical explanation of all the variables included 
in the analysis is given, as well as the overview 
of their mutual relations already described in the 
relevant literature so far. In the second section (the 
research methodology) the overview of the data 
collection instrument used in the research and the 
characteristics of the sample are presented, and 
the statistical tools utilized in order to process 
and analyze the collected data are described. The 
third section is dedicated to the research model 
developed for the needs of the study together with the 
preliminary analyses. In the fourth section, the key 
research results and an appropriate critical discussion 
are presented. In the final, fifth section, concise 
concluding considerations, the “self-reflection” of the 
study, and recommendations for future directions of 
research in the given scientific field are presented.

THEORETICAL BACKGROUND

The organizational justice construct comprises 
employees’ subjective perceptions of the fairness of 
the workplace practices, decisions, activities, and 
interactions their organization has made, along 
with the consequent impacts that these views have 
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on their work-related attitudes and behavior (Kim, 
Lin & Leung, 2015; Abdullah & Al-Abrrow, 2023). In 
simple terms, organizational justice is employees’ 
personal assessment of the ethical and moral position 
of managerial behavior in the organization, i.e. a 
distinctive measure of how fairly employees believe 
they are treated in their workplace (Greenberg & 
Colquitt, 2013). This is a subjective and descriptive 
concept, since it includes individuals’ beliefs (their 
perception of correctness and compliance with 
the moral code), rather than an objective reality 
(Cropanzano, Bowen & Gilliland, 2007). Therefore, 
organizational justice can be described as the 
fundamental concept that underscores the necessity 
of incorporating fairness into the organizational 
structural and operational “fabric.” Rather than 
being a superficial add-on, justice must be deeply 
embedded in the organization’s functioning (its 
strategic planning, decision-making processes, and 
daily operations), ensuring that it influences all 
employee interactions/relationships. Instilling this 
fairness throughout the organizational hierarchy 
can involve various tools and strategies (for example, 
one idea of creating/ensuring organizational justice 
proposes that management representatives should 
take the employees’ perspective and invest an 
effort in understanding/raising awareness of what 
types of events form employees’ subjective sense of 
organizational justice).

As explained, organizational justice is complex 
and incorporates multiple dimensions, including 
distributive justice (the justice that concerns the 
fairness of outcome distributions, such as rewards 
and promotions in relation to employees’ individual 
contributions), procedural justice (the justice 
that involves the fairness of the decision-making 
processes, focusing on transparency, consistency, and 
chances for employee input), and interactional justice 
(the justice that addresses the fairness of interpersonal 
treatment, evaluating how respectfully, honestly and 
equally employees are treated by their supervisors, 
managers and colleagues) (Kim et al, 2015; Al-Kilani, 
2017; Dasanayake & Dharmasiri, 2020). Previous 
research (Phayoonpun & Mat, 2014; Bayarçelik & 
Findikli, 2016; Imamoglu et al, 2019; Dasanayake 
& Dharmasiri, 2020; Jehanzeb & Mohanty, 2020; 

Mengstie, 2020; Novitasari, Asbari, Wijaya & 
Yuwono, 2020; Zarish, Zulqarnain & Rehman, 2020; 
Đorđević, Milanović & Stanković, 2021; Magfuroh & 
Herminingsih, 2021; Mulang, 2022; Sunaris Wahyoedi 
& Tecoalu, 2022; Ghaderi, Tabatabaei, Khoshkam & 
Shahabi Sorman Abadi, 2023; Malla & Malla, 2023; 
Özkan, 2023; Alyahya Sobaih, Gharbi, Aliane & 
Bouzguenda, 2024; Moon, Lim & Kim, 2024; Yousaf, 
Saleem & Ishaq, 2024) found that high perceptions of 
organizational justice generally led to more positive 
job attitudes, supportive behaviors, and performance 
results, whereas perceptions of injustice could 
result in decreased commitment, dissatisfaction, 
reduced employee engagement and motivation, with 
increased turnover rates. Therefore, understanding 
and addressing these perceptions is vital for 
organizational effectiveness.

Organizational commitment could be defined as the 
emotional attachment and allegiance an employee 
feels about a certain organization (Karem, Jameel 
& Ahmad, 2019). This phenomenon represents the 
degree to which an employee identifies themselves 
with an employing organization and its objectives, 
expresses concern for the organization’s long-term 
success and well-being, and feels pride in being 
a member of it, i.e. the degree to which they want 
to maintain their membership in it (Bakri & Ali, 
2015; Bošković, 2021). In other words, organizational 
commitment represents an employee’s psychological 
bond with the organization, including a sense of 
emotional attachment, involvement in the job, loyalty, 
and belief in the organization’s values. Prior research 
(Bibby, 2008; Jang & Hwang, 2019; Fatima et al, 2020; 
Guzeller & Celiker, 2020; Jolović & Berber, 2021; 
Aggarwal et al, 2022; Budomo, 2023; Chang, Kim 
& Yoo, 2024) found that employees’ organizational 
commitment served as a driver for sustained loyalty, 
thereby mitigating turnover rates. The employees 
exhibiting high levels of commitment are more 
inclined to align with long-term organizational 
goals, simultaneously contributing to the company’s 
culture and performance outcomes. In this context, 
organizational commitment emerges as a critical 
effectiveness factor, emphasizing the importance of 
fostering devoted and engaged personnel.



Economic Horizons  (2026) 28(1), 65 - 8168

Intention to leave the organization, or the likelihood 
that employees will contemplate leaving their work 
positions, is closely linked to the previously presented 
concepts (Loi et al, 2006; Bakri & Ali, 2015; Sökmen & 
Ekmekçioğlu, 2016; Khalid et al, 2018; Mete & Sökmen, 
2019; Mahfouz et al, 2022; Budomo, 2023). The literature 
indicates that the relationship between organizational 
justice and intention to leave the organization is 
explained by three authoritative theories: the Equity 
Theory, the Person-Organization Fit Theory, the 
Social Exchange Theory. The Equity Theory posits 
that employees evaluate fairness by comparing what 
they contribute to (the input) to what they receive (the 
output) from the organization (generally questioning 
whether the distribution of resources is fair or 
not). If this ratio is balanced, employee turnover 
intentions are not an issue (Greenberg & Colquitt, 
2013; Mulang, 2022). The Person-Organization Fit 
Theory suggests that employees are more inclined to 
stay in the organization when their personal values 
align with the organization’s values. The employees 
who perceive a match between their values – such 
as fairness and equality – and the organization’s 
culture are more likely to exhibit higher commitment 
and lower turnover levels (Farooqui & Nagendra, 
2014). Conversely, the Social Exchange Theory posits 
that employees develop a deep sense of loyalty 
when they perceive a reciprocal relationship with 
the organization. When employees feel valued and 
fairly treated, they are more likely to reciprocate with 
increased commitment and positive behaviors. This 
bi-directional relationship builds a work environment 
of trust and obligation, which leads to lower turnover 
rates (Cropanzano, Anthony, Daniels & Hall, 2017).

Supported by prior research and the interconnections 
given in detail, the hypotheses on which 
the examination of the discussed aspects of 
organizational behavior will rest on were developed. 
The first hypothesis (H01), derived from the presented 
theoretical insights, posits that higher levels of 
organizational justice lead to employees’ higher 
commitment levels, specifically that the perception 
of organizational justice has a direct statistically 
significant and positive influence on organizational 
commitment. The second research hypothesis 
(H02) asserts that higher levels of organizational 

commitment are associated with the less frequent 
formation of turnover intentions, claiming that there is 
a direct statistically significant and negative influence 
of organizational commitment on intention to leave 
the organization. The third hypothesis (H03) assumes 
that the perception of organizational justice has a 
direct statistically significant and negative influence 
on intention to leave the organization and gives 
direction to the formulation of a mediating research 
hypothesis for the given relationship. Accordingly, the 
last research hypothesis (H04) proposes the existence 
of the mediating effect or role of organizational 
commitment in the relationship between perceived 
organizational justice and intention to leave the 
organization, based on the connections previously 
examined by the authors N. Bakri and N. Ali (2015), 
M. H. Al-Kilani (2017), S. Khalid et al (2018), E. S. Mete 
and A. Sökmen (2019) and S. Mahfouz et al (2022).

RESEARCH METHODOLOGY

The questionnaire

To obtain primary statistical data, an online 
questionnaire (targeting millennial employees 
across the Republic of Serbia during the first 
trimester of 2023) was designed utilizing the Google 
Forms platform. The survey comprised a total of 53 
questions, of which 11 questions were designed to 
gather the respondents’ demographic information 
(gender, age bracket, educational attainment, and 
regional residence) and their employment details 
(current employment state, contract type, employment 
form and duration, monthly income, the size of the 
organization and sector affiliation). A total of 42 
additional questions were included to tackle the 
core research objectives (the constructs perceived 
organizational justice, organizational commitment, 
and intention to leave the organization), drawing 
from the established, validated survey questionnaires 
developed by B. P. Niehoff and R. H. Moorman (1993), 
J. P. Meyer, N. J. Allen and C. A. Smith (1993), and 
E. K. Kelloway, B. H. Gottlieb and L. Barham (1999). 
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For example, one of the six statements developed by 
the authors B. P. Niehoff and R. H. Moorman (1993) 
and utilized to measure procedural justice had the 
following wording: “All job decisions are applied 
consistently across all affected employees;” one 
of the five statements that measured distributive 
justice read as follows: “I think that my level of pay 
is fair;” whereas one of the nine statements that was 
supposed to describe interactional justice contained 
the following: “When decisions are made about my 
job, the general manager shows concern for my rights 
as an employee.” One of the 18 statements used to 
measure organizational commitment read as follows: 
“I would be very happy to spend the rest of my career 
with this organization,” and was extracted from J. 
P. Meyer et al’s (1993) scale. Finally, one of the four 
statements developed by E. K. Kelloway et al (1999) 
used to measure intention to leave the organization 
was formulated as the following statement: “I am 
planning to look for a new job.” A detailed breakdown 
of the questionnaire structure is presented in Table 1.

A psychometric five-point Likert scale was provided 
to the participants in order to assess their views on the 
main research components (the variables), i.e. to help 
in the assessment of the statements included in the 
questionnaire. This scale spanned from 1 (signifying 
absolute disagreement) to 5 (implying full agreement 
with the presented statements).

The sample

The research sample comprised 99 respondents (all of 
whom were citizens of the Republic of Serbia), whose 
eligibility for the survey was confirmed by declaring 
whether they were employed at the time of the 
implementation of the survey (the beginning of 2023). 
The examinees’ age was pre-specified – only members 
of Generation Y (individuals born between 1980 and 
2000, commonly referred to as “millennials”) were 
included in the research. For the sake of the quality 
interpretation of the results, this cohort was further 
divided into two subgroups – older millennials (born 
between 1980 and 1990), and younger millennials 
(born between 1991 and 2000).

A typical respondent in the sample was an employed 
younger millennial (67.7% of the sample), female 
(62.6%), who exhibited a high level of educational 
attainment by holding a Master of Academic Studies 
degree (43.4%), and currently resided in Southern and 
Eastern Serbia’s region (39.4% of the sample). For a 
more detailed insight, the demographic profile of the 
respondents included in the survey is given in Table 2.

From the organizational perspective, the typical 
respondent in the sample was a full-time employee 
(75.8% of the sample), hired with a permanent contract 
(43.4%), who had spent 1 to 5 years in the current 
organization (49.5%), making EUR 251-500 of monthly 
income (44.4%). Its current employee organization 
belonged to the private sector (64.6%) and was micro-
sized (31.3% of the sample). For a more detailed 

Table 1  The composition of the survey questionnaire

Construct
Total 

number of 
questions

Type of variable Scale Source

Perceived organizational justice
20 Independent 

variable Justice Scale
Niehoff and 
Moorman 

(1993)
Procedural 
justice (6)

Distributive 
justice (5)

Interactional 
justice (9)

Organizational commitment 18 Dependent, 
mediating variable

Organizational 
Commitment 
Questionnaire

Meyer et al 
(1993)

Intention to leave the organization 4 Dependent 
variable

Intention to Quit 
Scale

Kelloway et al 
(1999)

Source: Authors
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insight, the employment profile of the respondents 
included in the survey is presented in Table 3.

Data analysis

The central component of the study was a 
comprehensive review of the relevant literature to 
uncover the key research connections, the thematic 
and desk analysis techniques serving as pivotal 
research instruments to elevate the study’s academic 
rigor. Before engaging in empirical data analysis, the 
accredited IBM SPSS Statistics 26.0 software (IBM 
Corporation, 2019) had been employed to define the 

Table 2  The demographic profile of the respondents 
included in the survey

Parameter Periodicity Proportion
Gender
Male 37 37.4
Female 62 62.6
Complete respondent pool 99 100.0
Age bracket
Born from 1980 to 1990  
(older millennials) 32 32.3

Born from 1991 to 2000 
(younger millennials) 67 67.7

Complete respondent pool 99 100.0
Educational attainment
Elementary education 0 0.0
Secondary education 12 12.1
Higher education 2 2.0
Tertiary education (Bachelor) 36 36.4
Tertiary education (Master) 43 43.4
Tertiary education (Ph.D.) 6 6.1
Complete respondent pool 99 100.0
Regional residence within the territory of the Republic of 
Serbia
Vojvodina 8 8.1
Belgrade 19 19.2
Southern and Eastern Serbia 39 39.4
Šumadija and Western Serbia 33 33.3
Kosovo and Metohija 0 0.0
Complete respondent pool 99 100.0

Source: Authors

Table 3  The employment profile of the respondents 
included in the survey

Parameter Periodicity Proportion
Current employment state
Employed 99 100.0
Unemployed 0 0.0
Complete respondent pool 99 100.0
Contract form
Permanent employment 43 43.4
Temporary employment 38 38.4
Work outside formal 
employment 9 9.1

Work without a contract 9 9.1
Complete respondent pool 99 100.0
Employment form
Full-time 75 75.8
Part-time 24 24.2
Complete respondent pool 99 100.0
Length of employment
Shorter than 1 year 22 22.2
1-5 49 49.5
6-10 18 18.2
11-15 8 8.1
16-20 2 2.0
Longer than 20 years 0 0.0
Complete respondent pool 99 100.0
Monthly income
Up to EUR 250 18 18.2
EUR 251-500 44 44.4
EUR 501-750 20 20.2
EUR 751-1,000 10 10.1
Over EUR 1,000 7 7.1
Complete respondent pool 99 100.0

Sector affiliation
Public 35 35.4
Private 64 64.6
Complete respondent pool 99 100.0
Organization size
Micro (1-9 employees) 31 31.3
Small (10-49 employees) 18 18.2
Medium (50-249 employees) 25 25.3
Large (250 employees or 
more) 25 25.2

Complete respondent pool 99 100.0

Source: Authors
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typical respondent’s profile by conducting frequency 
analysis. For the purpose of the validation of the 
proposed research model, the specialized Partial 
Least Squares Structural Equation Modeling (PLS-
SEM) procedure was performed, leveraging the 
advanced capabilities of the SmartPLS 4.0 software 
(Ringle, Wende & Becker, 2022) to rigorously test the 
proposed research hypotheses.

RESEARCH MODEL AND PRELIMINARY 
ANALYSES

An increasing trend in the estimation of structural 
equation models promotes the use of Partial Least 
Squares Structural Equation Modeling (PLS-SEM), 
as evidenced by the leading research studies (Wong, 
2013; Hair, Sarstedt, Hopkins & Kuppelwieser, 
2014; Hair, Risher, Sarstedt & Ringle, 2019; Jolović & 
Berber, 2021). In addition, recent studies in the social 
sciences domain have highlighted the considerable 

popularity of composite-based methods for mapping 
intricate relationships among observed latent 
variables (Sarstedt, Hair, Cheah, Becker & Ringle, 
2019), extending beyond that traditional construct 
conceptualizations that generally operate at a 
single level of abstraction. The utilization of higher-
order constructs has become notably prominent, 
providing a framework for analyzing constructs at 
both the abstract (higher-order) and more specific 
(lower-order) levels. As discussed by J. F. Hair Jr. et 
al (2019), researchers have various methodologies at 
their disposal to identify higher-order constructs, 
including the Repeated Indicators Approach and the 
Disjoint Two-Stage Approach. Yet, a literature review 
by Sarstedt et al (2019) reveals that a substantial 
majority of studies in the social sciences (over 80%) 
have utilized the Disjoint Two-Stage Approach, 
as opposed to the Repeated Indicators Approach. 
Accordingly, this research implements the mentioned 
predominant approach in its structure. 

Figure 1  The research model in its preliminary stage

Source: Authors
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The research model proposed by the authors is of a 
reflective-reflective type and integrates the Disjoint 
Two-Stage Approach (characterized by the distinct 
preliminary and definitive stages). In the first phase, 
the model includes 42 indicators, which together form 
three lower-order constructs (the subdimensions 
of perceived organizational justice – procedural, 
distributive, and interactional justice), and two 
higher-order constructs (organizational commitment 
and intention to leave the organization), along with 
their interwoven structural relations. A detailed 
overview of the preliminary stage of the reflective-
reflective research model is given below (Figure 1).

Initially, the reliability assessment of the included 
reflective indicators identified several indicators (PJ1, 
OC2, OC3, OC7, OC9, OC10, OC11, OC12, OC14, OC15, 
OC17) that failed to meet the predetermined reliability 
threshold of 0.70. This criterion indicates that, when 
an indicator meets or exceeds the prescribed value, 
the associated study construct accounts for over 50% 
of the variance observed in the indicator (Hair et al, 
2019). These 11 indicators did not reach the specified 
reliability level, so they were excluded from further 
analysis. The indicators that met  the reliability 
requirements are presented in Table 4 and illustrated 
in Figure 2.

To evaluate the measurement model, the preliminary 
stage constructs underwent a series of rigorous 
assessments (Hair et al, 2019; Jolović & Jolović, 2023), 
namely: 

•	 internal consistency reliability testing – examined 
using Cronbach’s Alpha, the Composite Reliability 
(Rho_A) and Composite Reliability (Rho_C) 
criteria, for all of which constructs must exceed 
the 0.70 threshold value to be deemed reliable,

•	 convergent validity testing – examined using the 
Average Variance Extracted (AVE) metric, with a 
benchmark of 0.50 or higher, indicating that the 
constructs can explain at least 50% of the variance 
of their corresponding items, and

•	 discriminant validity testing – examined applying 
the Fornell-Larcker criterion, which ensures that 
each construct is sufficiently distinct from all 
the other constructs in the research model by 

comparing the Average Variance Extracted (AVE) 
value for each construct with the squared inter-
construct correlations. 

Based on the evaluation of all five elucidated metrics, 
the results summarized in Table 5 and Table 6 verify 
that all the constructs reached the predefined criteria 
and were eligible for inclusion in the forthcoming 

Table 4  The test of the reliability of the indicators
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Source: Authors
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Figure 2  The test results of the reliability of the indicators

Source: Authors

Table 5  Internal consistency reliability and convergent 
validity testing for the preliminary stage constructs
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Source: Authors

Table 6  Discriminant validity testing for the 
preliminary stage constructs
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Source: Authors
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calculations, i.e. each construct confirmed its 
distinctiveness and justified its recognition as an 
independent entity in the study.

Following the evaluation of the preliminary stage 
constructs within the framework of the Disjoint Two-
Stage Approach, the reflective-reflective measurement 
model in its definitive stage was formed (Figure 3), 
now with the focus on the assessment of the higher-
order construct that was introduced last.

The estimation of the remaining higher-order 
construct begins with the assessment of its internal 
consistency reliability and convergent validity, 

followed by a discriminant validity test (Hair et 
al, 2019; Jolović & Jolović, 2023). Given the criteria 
accounted for in the previous section, it can be 
concluded that perceived organizational justice, as 
the higher-order construct, also satisfies the required 
benchmarks for internal consistency reliability 
(0.896, 0.897, and 0.935, all exceeding 0.70), convergent 
validity (0.828, surpassing the 0.50 threshold), and 
discriminant validity (0.934, greater than -0.764 and 
-0.456; and 0.722, greater than 0.525). Tables 7 and 8 
provide a detailed insight into the annotated data.

Figure 3  The research model in its definitive stage

Source: Authors

Table 7  Internal consistency reliability and convergent 
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Table 8  Discriminant validity testing for higher-order 
constructs in the definitive stage
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RESULTS AND DISCUSSION

Once all foundational calculations have been 
completed, the evaluation of the structural model’s 
overall adequacy, validity, and robustness can 
proceed using the coefficients of determination 
(R² and adjusted R²) for dependent constructs. As 
expounded by J. F. Hair Jr. et al (2019), these coefficients 
quantify the proportion of the variance explained in 
each endogenous construct, i.e. they have the ability 
to quantify the explanatory capacity of the research 
model. Ranging from 0 to 1, the R² value denotes 
the extent of explanatory power. The approximate 
value of 0.19 is used to describe a weak explanatory 
capacity, the value of 0.33 is used to describe a 
moderate explanatory capacity, and the value of 
0.67 is used to describe the significant explanatory 
capacity of the research model. The coefficients of 
determination for the constructs organizational 
commitment and intention to leave the organization 
were calculated and are given in Table 9. Specifically, 
the R² value for organizational commitment amounts 
to 0.276, indicating that the utilized research 
model demonstrates a weak to moderate predictive 
capability for this dependent variable. Conversely, 
the R² value for intention to leave the organization 
is 0.588, suggesting that the research model exhibits 
moderate to high predictive power for this dependent 
variable.

After establishing the model’s capacity to explain 
the data, the next phase involved the assessment 
of the significance of the principal structural 
pathways (the path coefficients) in the research, 
which was performed using the bootstrapping 
technique (5,000 iterations employed) and the t-test 
for the 0.05 significance threshold (corresponding 
to a 95% confidence interval). As detailed in Table 
10, the results confirm the existence of the direct 
statistically significant and positive influence of 
perceived organizational justice on organizational 
commitment (β = 0.525, t = 6.945, p1 = 0.000, p < 0.05). 
Additionally, the direct statistically significant and 
negative influence of organizational commitment on 
intention to leave the organization was also found  
(β = -0.724, t = 10.899, p2 = 0.000, p < 0.05). These 
findings substantiate the acceptance of the hypotheses 

H01 and H02. Furthermore, contrary to the statement 
assumed by the hypothesis H03, it was determined 
that the direct effect of perceived organizational 
justice on intention to leave the organization had no 
statistical significance (β = -0.076, t = 1.062, p3 = 0.288, 
p ≮ 0.05 – therefore, the given hypothesis is rejected).

Since the results presented in Table 10 indicate no 
direct, statistically significant relationship between 
perceived organizational justice and intention to leave 

Table 10  The testing of the direct effects of the 
research model 
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Table 9  The testing of the explanatory capacity of the 
research model

R-square R-square 
adjusted

Intention to leave the 
organization 0.588 0.579

Organizational 
commitment 0.276 0.268

Source: Authors
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the organization, it is essential to explore any potential 
mediating variable between these constructs. The 
testing of the indirect effect within the framework 
of the proposed research model (see Table 11) shows 
that organizational commitment acts as a mediating 
variable in the relationship between perceived 
organizational justice and employees’ intention to leave 
the organization (β = -0.380, t = 5.717). Furthermore, 
this mediating effect is found to be statistically 
significant (p = 0.000, p < 0.05) and allows for the 
acceptance of the hypothesis H04. Since the p1 (0.525) 
and p2 (-0.724) values are statistically significant, 
and the p3 (-0.076) value is not significant, it can be 
concluded that, in the model used, the mentioned 
mediation can be described as full mediation (the 
indirect effect only) (Nitzl, Roldan & Cepeda, 2016). In 
simple terms, this means that the impact of perceived 
organizational justice on employee intention to leave 
the organization is completely transmitted through 
their organizational commitment.

As the final, yet critical step in evaluating the 
structural research model, it is imperative to assess 
the total documented effect. The findings indicate 
that the total effect of perceived organizational justice 
on employees’ intention to leave the organization is 
both negative and statistically significant (β = -0.456, 
t = 5.841, p = 0.000), with the significance level 0.05, 

even 0.01 (i.e. 95% and 99% confidence intervals, 
respectively). These results (presented in Table 
12) finally confirm that perceived organizational 
justice has an indirect, statistically significant and 
negative effect on employees’ intention to leave the 
organization, with organizational commitment as the 
mediating variable in that relationship.

The obtained results are in accordance with the 
findings of the previous research conducted by the 
authors who examined the same relations (with 
partial disagreement only in the research outcomes 
regarding the direct influence of the perception 
of organizational justice on intention to leave the 
organization) (Loi et al, 2006; Bakri & Ali, 2015; Sökmen 
& Ekmekçioğlu, 2016; Al-Kilani, 2017; Khalid et al, 
2018; Khan et al, 2018; Ekmekcioglu & Aydogan, 2019; 
Imamoglu et al, 2019; Mete & Sökmen, 2019; Jehanzeb & 
Mohanty, 2020; Zarish et al, 2020; Jolović & Berber, 2021; 
Magfuroh & Herminingsih, 2021; Mahfouz et al, 2022; 
Abdullah & Al-Abrrow, 2023; Moon et al, 2024; Chang 
et al, 2024).

For enhanced clarity and transparency, the research 
findings presented in the preceding tables are also 
presented visually. Figure 4 provides a detailed 
overview of the results of the structural research 
model.

Table 11  The testing of the indirect (mediating) effect 
of the research model

Or
ig

in
al

 sa
m

pl
e 

(O
)

Sa
m

pl
e 

m
ea

n 
(M

)

St
an

da
rd

 d
ev

ia
tio

n 
(S

TD
EV

)

T 
st

at
ist

ic 
(|O

/S
TD

EV
|)

P 
va

lu
e

Perceived 
organizational 
justice → 
Organizational 
commitment 
→ Intention 
to leave the 
organization

-0.380 -0.389 0.067 5.717 0.000

Source: Authors

Table 12  The testing of the total effect of the research 
model

Or
ig

in
al

 sa
m

pl
e 

(O
)

Sa
m

pl
e 

m
ea

n 
(M

)

St
an

da
rd

 d
ev

ia
tio

n 
(S

TD
EV

)

T 
st

at
ist

ic 
(|O

/S
TD

EV
|)

P 
va

lu
e

Perceived 
organizational 
justice → 
Intention 
to leave the 
organization

-0.456 -0.457 0.078 5.841 0.000

Source: Authors



I. Jolović, S. Zdravković and N. Jolović,  The mediation mechanism of organizational commitment 77

CONCLUSION

Understanding the complex dynamics of employee 
retention involves delving into the role of 
organizational commitment in a broader context of 
organizational justice. This research addresses the 
conundrum of the mediating role of organizational 
commitment in the multifaceted relationship between 
employees’ perceptions of organizational justice and 
their intention to leave the organization.

The research findings provided compelling empirical 
evidence confirming the positive and direct 
correlation between perceived organizational justice 
and organizational commitment, underscoring 
the pivotal role of that commitment in fostering 
a connection with employee intention to leave. 
Precisely, the detailed empirical research confirmed 
that organizational justice acted as a significant driver 
of commitment, enhancing employee devotion and 
loyalty to the organization, supporting the hypothesis 
H01 (the perception of organizational justice has a 
direct statistically significant and positive impact 
on employees’ organizational commitment). Table 
10 presents these findings (β = 0.525, t = 6.945,  
p = 0.000). Additionally, the conducted research also 
substantiated the premise of the hypothesis H02 
(organizational commitment influences employee 
intention to leave the organization) (β = -0.724,  
t = 10.899, p = 0.000; the results are given in Table 10). 
This relationship is direct, statistically significant 
and negative. Partially unexpected, it was found 

that the direct, negative effect in the relationship 
perceived organizational justice→intention to leave 
the organization was not characterized by statistical 
significance (β = -0.076, t = 1.062, p = 0.288; the results are 
given in Table 10), thereby obstructing the validation 
of the third research hypothesis (H03). Ultimately, the 
proven separate connection between organizational 
commitment and the two main research variables 
(perceived organizational justice and intention to 
leave the organization) validated the examination 
of its mediating role in that relationship. The final 
calculations provided sufficient evidence to prove 
the hypothesis H04, i.e. to confirm the existence of the 
mediating effect (full mediation) of organizational 
commitment in the relationship between perceived 
organizational justice and employee intention to leave 
the organization, as is demonstrated by the following 
results (β = -0.380, t = 5.717, p = 0.000; the results are 
given in Table 11). All the presented results (with one 
single exception) correspond with previous research, 
which was discussed earlier in the pre-concluding 
chapter.

The obtained findings indicate that, while 
organizational justice serves as the foundational 
pillar that influences perceptions and shapes 
employed millennials’ attitudes in the organizational 
context, on the one hand, it is the in-depth level of 
employee commitment that ultimately determines 
whether engaged individuals will decide to stay or 
leave, on the other hand. The research confirms the 
vital importance of fostering a sense of organizational 

Figure 4  The research model and the results

Source: Authors
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commitment among the national workforce, since 
it acts as a buffer against the negative effects of 
perceived injustice, and a contributing asset to the 
mitigation of turnover intentions.

The conducted research makes an original scientific 
contribution to the scientific field. Nevertheless, it 
has several notable limitations as well, including a 
relatively small sample size and its concentrating 
only on millennial workers from the Republic of 
Serbia, which may restrict the generalizability of 
the findings. Yet, since the findings are relevant and 
greatly beneficial to managerial staff in the national 
economy that currently primarily employs the age 
cohort that was examined in this study, and Serbian 
millennials show many characteristics common 
with their peers in other countries (Kovačević & 
Labrović, 2018), the importance of this limitation 
could be partially mitigated. Even more, the study 
could be seen as an inspiration and the provider of a 
valuable foundation for future research as it reviews 
the behavior of the currently globally predominant 
workforce demographic. The next constraint refers 
to the fact that the study partially simplifies the 
complex concepts related to organizational justice, 
organizational commitment, and intention to leave 
the organization, potentially overlooking their 
multifaceted psychological, economic, and social 
dimensions. Finally, the research does not address 
the external factors that could significantly influence 
employees’ perceptions of organizational justice. To 
overcome these limitations, future research should 
employ longitudinal, multi-cohort, cross-cultural, 
and sector-specific approaches, considering external 
influences and economic challenges to provide a 
deeper understanding of this issue in organizational 
research. 
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