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Abstract
This research paper is aimed at investi gati ng the relati onship between Perceived Organiza-

ti onal Justi ce (POJ), Perceived Organizati onal Support (POS), and Employee Engagement (EE) 
in Rescue 1122 employees. It was hypothesized that Perceived Organizati onal Support was 
likely to mediate the relati onship between Perceived Organizati onal Justi ce and Employee En-
gagement in Rescue 1122 employees. A sample of 75 operati onal rescue workers was selected 
from diff erent rescue 1122 stati ons, with an age range of 20-40 years. Both married and un-
married employees were selected. Organizati onal Justi ce Percepti on Questi onnaire (Niehoff  & 
Moorman, 1993), Survey of Perceived Organizati onal Support (Eisenberger, et al., 1986) and 
Employee Engagement Scale (Saks, 2006) were used to measure Perceived Organizati onal 
Justi ce (POJ) Perceived Organizati onal Support (POS), and Employee Engagement, respecti ve-
ly. Correlati on analysis, path analysis using AMOS, independent samples t-test, and ANOVA 
were carried out to analyze the data. Results revealed that there was a signifi cant relati onship 
between Organizati onal Justi ce (POJ), Perceived Organizati onal Support (POS), and Employee 
Engagement. Moreover, Perceived Organizati onal Support parti ally mediated the relati onship 
between Perceived Organizati onal Justi ce and Employee Engagement in Rescue 1122 employ-
ees. Comparisons were also made on the basis of demographic variables. Implicati ons along 
with limitati ons and suggesti ons are being discussed in the light of Western and Indigenous 
research.
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2. Introducti on
The present research aimed to study the 

associati on between Perceived Organizati on-
al Justi ce, Perceived Organizati onal Support, 
and Employee Engagement in Rescue 1122 

employees. Organizati on’s contributi on and 
facilitati on towards its employees have sig-
nifi cant value for them. Employees who are 
treated well by the employer are most like-
ly to become supporti ve, tends to perform 
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bett er and are aff ecti vely committ ed to the 
organizati on (Aselage & Eisenberger, 2003) 
(Langton & Robbins, 2004). Two of the most 
important practi ces that employees value 
about their organizati on are the degree to 
which their organizati on is just and is support-
ive. Employees value the fair distributi on of 
resources and procedures in the organizati on 
and, in turn, feel obligated to repay their or-
ganizati on in a positi ve manner (Cropanzano, 
2001) (Eisenberger, et al., 2005). According to 
Social Exchange Theory, the organizati on and 
its employees act as two parti es, as the care-
taker and care provider (Blau, 1964). Organi-
zati onal constructs, such as Perceived Organi-
zati onal Justi ce and Support are antecedents 
to some very valued organizati onal behav-
iors – most important being the employee 
engagement. The more the employees rec-
ognize their organizati on as fair and caring, 
the more they become engaged in their job 
and organizati on (Saks, 2006). The current re-
search investi gated the relati onship between 
these constructs; as well as the mediati ng 
role of organizati onal support perceived by 
the employees in the relati onship of their 
percepti on about organizati onal justi ce and 
engagement in Rescue 1122 employees.

Organizati onal justi ce is the type of justi ce 
in which staff  perceive workplace dealings, in-
teracti ons, and outcomes to be fair, including 
procedures, outcomes, and interpersonal in-
teracti ons in an organizati on (Baldwin, 2006) 
(Cropanzano, 2001) (Erdogan, 2002) (Wagner 
& Hollenbeck, 2002).

A major concern for employees, apart 
from justi ce, is the support that employees 

receive from their organizati on which is char-
acterized as organizati onal support (Randall, 
et al., 1999) and their percepti on about that 
support is termed as Perceived Organizati on-
al Support or POS (Eisenberger, et al., 1986). 
POS stems from the Organizati onal Support 
Theory or OST, which states that in order to 
determine the eagerness of organizati on to 
give bett er incenti ve for work eff ort and to 
consider socio-emoti onal needs, employees 
form beliefs about the organizati on regarding 
the extent to which it values their contribu-
ti on and cares about their wellbeing (Rhoad-
es & Eisenberger, 2002).

Another important organizati onal con-
struct is employee commitment which is a 
positi vely engaging and sati sfying work-re-
lated state of mind. It links an organizati on’s 
employees to their positi ons at work. In en-
gagement, employees operate and convey 
themselves in physical, aff ecti ve, and cogni-
ti ve manner when performing their organi-
zati onal roles (Albrecht, 2010) (Bakker, et al., 
2008) (Kahn, 1990) (Maslach, et al., 2001) 
(Rothbard, 2001) (Schaufeli, et al., 2002).

Social Exchange Theory or SET views that 
social interacti ons are exchanges of both 
concrete and intangible rewards and punish-
ments, involving series of interacti ons which 
generates obligati ons (Blau, 1964) (Emerson, 
1976). Thus people tend to act in ways that 
minimize their losses and maximize their 
gains, while remaining within the reciprocity 
and equity norms of their cultures (Matsu-
moto, 2009). Focusing the present research 
on this theory, employees perceive the fair-
ness in rewards they receive, the processes 
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they go through, the way they are dealt with, 
and the extent to which their organizati on 
is supporti ve; and are fi nally liable to per-
form their jobs in a manner through which 
they can respond with justi ce and support 
to their organizati on in terms of showing en-
gagement in the organizati on and their jobs. 
Hence, perceiving more justi ce and support 
tends to engage employees more in their jobs 
and the organizati ons. 

A growing body of literature suggests that 
there are strong relati onships of perceived 
organizati onal justi ce and perceived organi-
zati onal support, with employee engagement 
and other related constructs such as job sat-
isfacti on, organizati onal citi zenship behavior 
or OCB, organizati onal commitment, job in-
volvement, and aff ecti ve commitment or AC 
of employees (Aslam, et al., 2012) (Bakhshi, 
et al., 2009) (Elamin & Alomaim, 2011) (Gol-
parvar & Javadian, 2012) (Ince & Gul, 2011) 
(Iqbal, 2013) (Murtaza, et al., 2011) (O’Driscoll 
& Randall, 2007) (Rauf, 2010) (Sett oon, et al., 
1996) (Shuck, 2010) (Syaebani & Sobri, 2011).

(Moorman, et al., 1998) tested a rati o-
nalizati on of procedural justi ce, and organi-
zati onal citi zenship behavior or OCB. (Saks, 
2006) investi gated the previous circumstanc-
es and consequences of employee commit-
ment on the basis of Social Exchange Theory. 
(Teofi sto, 2010) looked into the associati on 
between employee engagement and the two 
exogenous variables of rewards factor and 
perceived organizati onal support.

2.1. Rati onale
A major contributi on towards the pros-

perity and success of an organizati on is the 
att ainment of a workforce that is highly en-
grossed in their work tasks and shows com-
mitment towards the organizati on as well. 
Employee engagement is a criti cal element 
in achieving sustained organizati onal suc-
cess. Organizati ons are concerned about the 
level of cogniti ve and aff ecti ve engagement 
of its employees so as to maximize its per-
formance and producti on (Inceoglu & Fleck, 
2010). To engender such organizati onal be-
haviors, organizati ons have to play their part 
of the role, to which the employees are very 
criti cal. Employees very acti vely att end to the 
justi ce in their organizati on (Moorman, 1991) 
and whether the organizati on be concerned 
about their welfare (Eisenberger, et al., 
1986); and these factors become more cru-
cial in emergency services employees (Ghor-
banian, et al., 2012). Employees tend to be 
more engaged in their work and organizati on 
if they believe that their organizati on is fair 
with them in rewards and procedures, and 
provides support (Allen, et al., 2003) (Saks, 
2006). Therefore, current research sought to 
examine how Rescue 1122 employees per-
ceived justi ce and support from their organi-
zati on and if these constructs infl uence their 
level of engagement.

2.2. Aims & Objecti ves
Following are the aims and objecti ves un-

derlying the present research:
1. To postulate new combinati ons of Per-

cepti on about Organizati onal Justi ce and 
Organizati onal Support that are related 
to high engagement of Rescue 1122 em-
ployees

2. To describe how Perceived Organizati on-
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al Support infl uences Employee Engage-
ment and mediates the connecti on be-
tween Perceived Organizati onal Justi ce 
and Employee Engagement in Rescue 
1122 employees

2.3. Hypotheses
HA: Percepti on about support from the or-

ganizati on is likely to mediate the as-
sociati on between percepti on about 
organizati onal justi ce and employee 
engagement in Rescue 1122 employees

HB: Perceived organizati onal justi ce is like-
ly to have an associati on with engage-
ment of the employee in Rescue 1122 
employees

HC: There is likely to be an associati on be-
tween percepti on of organizati onal jus-
ti ce and organizati onal support in Res-
cue 1122 employees

HD: Organizati onal support is expected to 
have a relati onship with employee en-
gagement in Rescue 1122 employees

HE: Perceived organizati onal justi ce is like-
ly to predict employee engagement in 
Rescue 1122 employees

HF: Perceived organizati onal justi ce is like-
ly to predict organizati onal support in 
Rescue 1122 employees

HG: Perceived organizati onal support is like-
ly to predict employee engagement in 
Rescue 1122 employees

3. Method
3.1. Sample

The sample consisted of 75 operati onal 
employees from Rescue 1122, with an age 
range of 20-40 years. The sample was select-
ed using purposive random sampling includ-

ing employees only from the Operati ons De-
partment, with an age range of 20 – 40 years 
and with educati on of up to matriculati on, 
and having job durati on of at least 1 year in 
Rescue 1122.

3.2. Assessment Measures
3.2.1. Demographic Questi onnaire

To att ain demographic informati on of the 
parti cipants, a demographic questi onnaire, 
devised by the researcher, was used. This 
questi onnaire consisted of 24 items that re-
quested informati on regarding the (1) age, 
(2) educati on, (3) family, (4) income, (5) 
work experience, (6) status of current job, 
(7) trainings, and (8) residence of the par-
ti cipants.

3.2.2. Organizati onal Justi ce Percepti ons 
Questi onnaire

Organizati onal Justi ce Percepti ons Ques-
ti onnaire, developed by (Niehoff  & Moor-
man, 1993) was used to measure perceived 
organizati onal support. The scale consists of 
three subscales: Distributi ve justi ce, Proce-
dural justi ce and Interacti onal justi ce. Reli-
abiliti es of all the three dimensions is above 
.90, and all items use a seven-point Likert 
format, with 1 = strongly disagree and 7 = 
strongly agree. Translati on of the scale was 
done by using standard method.

3.2.3. Perceived Organizati onal Support 
Questi onnaire

36-item Survey of Perceived Organizati on-
al Support (SPOS) was developed by (Eisen-
berger, et al., 1986). Each item on the scale 
is rated on a seven point Likert-scale with 
anchors 1-Strongly disagree to 7-strongly 
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agree. The Cronbach alpha of 36-item SPOS 
is 0.97. Translati on of the scale was done by 
using standard method.

3.2.4. Employee Engagement Scale
The scale developed by (Saks, 2006) is 

called Employee Engagement Scale. Each 
item is rated on a fi ve point Likert-scale with 
anchors 1-strongly disagree to 5- strongly 
agree. The value of Cronbach alpha for in-
dividual is 0.82 and that for organizati on 
engagement scale is 0.93. Translati on of the 
scale was done by using standard method.

3.2.5. Procedure for Data Collecti on
To develop a cogniti ve access to the rel-

evant populati on, the authors’ Insti tuti on – 
the Insti tute of Applied Psychology sought 
writt en permission from the authoriti es 
of Rescue 1122. The access was formally 
granted and questi onnaires were distrib-
uted amongst the sampled parti cipants. 
Parti cipants signed the consent forms that 
explained their rights, that the informati on 
they provided would be kept confi denti al 
and they had the right to quit parti cipa-
ti on at any ti me. Aft er getti  ng consent from 
parti cipants, they fi lled the questi onnaires 
and were requested to give authenti c infor-
mati on as their informati on would not be 
shared with anyone. Moreover, the parti ci-
pants were also guided whenever they faced 
any problem in fi lling the questi onnaires. Af-
ter the data collecti on, the authoriti es were 
humbly thanked and acknowledged for their 
cooperati on and collaborati on.

3.2.6. Ethical Considerati ons
While conducti ng the research, following 

ethical considerati ons were followed:
1. Permission was sought from the au-

thoriti es of Insti tute of Applied Psychol-
ogy and Rescue 1122 for conducti ng the 
research

2. Nature of the study was explained to 
the authoriti es of Rescue 1122 before 
data collecti on

3. The parti cipants signed consent forms
4. The parti cipants were ensured that the 

informati on required from them would 
be kept confi denti al and would not be 
shared with anyone who was not direct-
ly involved in the research

5. Parti cipants and the authority of Rescue 
1122 were thanked and acknowledged 
for their cooperati on

4. Results

Table 1 

Descriptive Statistics of the variables

 Vriable  M (SD) Min Max  α
DJ  8.37 (2.77)  5  17  .65 

PJ  9.79 (2.80)  6  19  .61 

IJ  14 (3.30)  9  24  .64 

POS  76.15 (21.57)  39  156  .94 

JE  22.59 (2.22)  18  25  .66 

OE  23.37 (3.68)  18  30  .84 

Note: Min=Minimum, Max=Maximum, α=Re-
liability Coefficient, DJ=Distributive Justice, 
PJ=Procedural Justice, IJ=Interactional Jus-
tice, POS=Perceived Organizational Support, 
JE=Job Engagement, OE=Organization En-
gagement.
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Table 2 

Intercorrelations, Means, and Standard 
Deviations of the variables

Variable  1  2  3  4  5  6  M  SD 

1. DJ  -  .42**  .40**  .24*  .26*  .09*  8.37  2.77 

2. PJ    -  .61**  .34** .31** .27* 9.79  2.80 

3. IJ      -  .41**  .36**  .38**  14  3.30 

4. POS        -  .36**  .08  71.48  21.90 

5. JE          -  .37**  23.29  1.77 

6. OE            -  25.96  2.65

Note: DJ=Distributive Justice, PJ=Procedural Justice, IJ=In-
teractional Justice, POS=Perceived Organizational Sup-
port, JE= Job Engagement, OE=Organization Engagement. 
*p < .05, **p < .01

Results of the correlati on analysis, in Table 2, 
show a signifi cant positi ve correlati on of dif-
ferent subscales of the organizati onal justi ce 
with job and organizati on engagement in 
Rescue 1122 employees. These results are in 
harmony with the proposed hypothesis that 
there is likely to be a relati onship between 
Perceived Organizati onal Justi ce and Employ-
ee Engagement in Rescue 1122 employees. 
Relati onship between percepti on about orga-
nizati onal justi ce and organizati onal support 
was investi gated and the results determined 
that distributi ve justi ce, procedural justi ce, 
and interacti onal justi ce had signifi cant posi-
ti ve correlati on with the perceived organiza-
ti onal support. Thus, the hypothesis was ap-
proved. Another propositi on was that 
perceived organizati onal support and em-
ployee engagement had signifi cant relati on-
ship. The correlati on analysis exhibited that 
perceived organizati onal support had a signif-
icant positi ve correlati on with job engage-
ment and an insignifi cant correlati on with 

organizati on engagement. Therefore, the hy-
pothesis has been proved in terms of per-
ceived organizati onal support and job en-
gagement only.

In the Model 1, variables of Distributi ve, 
Procedural, and Interacti onal Justi ce were 
added as exogenous (independent) variables; 
whereas, Perceived Organizati onal Support 
(POS), Job Engagement, and Organizati on En-
gagement were included as endogenous vari-
ables, specifying POS as mediator, and Job 
and Organizati on Engagement as outcome 
variables. Structural Equati on Modeling was 
carried out to esti mate Model 1 fi t presented 
in Table 3.

Table 3 

Fit Indices for Perceived Organizational 
Justice, Perceived Organizational Support, 

and Employee Engagement
 Model  χ2  P  df   CFI  TLI  RMSEA 

     (90% CI) 

1. Initial Model  26.09  .00  7  .79  .54  .19 

e2        e3  15.35  .02  6  .90  .74  .15 

IJ�OE  7.36  .20  5  .97  .92  .80 

IJ � JE  2.62  .62  4  1.00  1.00  .00

Note: IJ=Interactional Justice; OE=Organization Engage-
ment; JE=Job Engagement; N=75, All change in chi 
square values are computed relative to model, χ2>.05. 
CFI=Comparative Fit Index; TLI=Tucker-Lewis Index; 
RMSEA=Root Mean Square of Error Approximation; 
CI=Confidence Interval. 

The fi ndings indicated the relati onship be-
tween percepti on about the justi ce done in 
an organizati onal and the engagement of the 
employee is parti ally mediated by perceived 
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support by the organizati onal. Shown in Table 
3 is the parti al mediati on model χ2 (4, N=75) 
= 2.62, p=.62. The fi t indices provided an indi-
cati on of good fi t of the data with the tested 
model. The paths of the model were based 
on results of the correlati on analysis between 
Perceived Organizati onal Justi ce (categorical-
ly), Perceived Organizati onal Support, and 
Employee Engagement (categorically).

Figure 1 

Empirical Results from a Multivariate 
Model Representing Standardized 

Regression Coefficients

Note: A multi variate model. The residual 
variance components (error variances) in-
dicate the amount of unexplained variance. 
Thus, for each observed variable, R= (1– error 
variance).

Following inferences can be sketched out 
from Figure 1. The model indicated parti al 
mediati on with fi rst path exhibiti ng that high 
scores on interacti onal justi ce ascertain high 
scores on perceived organizati onal support 
that in turn leads to high scores on job en-
gagement. Direct links between the variables 
were also found to be signifi cant, as interac-
ti onal justi ce was a signifi cant predictor of 
both job and organizati on engagement. Con-

sequently, perceived organizati onal support 
emerged as a signifi cant meditati onal vari-
able that set up the path between interac-
ti onal justi ce and job engagement in Rescue 
1122 employees.

5. Discussion
Among the very vital concerns of employ-

ees of an organizati on are the percepti ons of 
fairness and justi ce on the part of the orga-
nizati on. Employees criti cally view their or-
ganizati on in terms of the decisions that are 
made, incenti ves and rewards distributed, 
and the way employees are guided through a 
set of procedures and decisions (Cropanzano, 
2001) (Greenberg, 1993). Moreover, the em-
ployees do not view the support from their 
managers and supervisors apart from their 
organizati on. They tend to att ribute favors to 
their organizati on as a whole, thereby, per-
sonifying the organizati on (Eisenberger, et 
al., 2001). Such percepti ons of an employee 
about his or her organizati on very strongly 
infl uence the cogniti ve, aff ecti ve, and behav-
ioral components that are associated with 
the role performance of the employee (Saks, 
2006). Thus, Perceived Organizati onal Justi ce 
and Perceived Organizati onal Support are 
strong determinants of the extent to which 
the employees are engaged in their job and 
organizati on. Several researches have provid-
ed suffi  cient evidence for the relati onship be-
tween perceived organizati onal justi ce, per-
ceived organizati onal support, and employee 
engagement, all of which follow theoreti cally 
predicted pathways. The current represents 
an att empt to synthesize these fi ndings into 
a test of an overall model of the relati onship 
between percepti on of the employee about 
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Organizati onal Justi ce, and Organizati onal 
Support, and their engagement in Rescue 
1122 employees. The study deals with the 
propositi on that basically refl ects perceived 
organizati onal support acti ng as a mediator 
and describing the relati onship between the 
variables under study. Correlati on, predic-
ti on, and mediati on hypotheses have been 
proposed and analyzed. Demographic vari-
ables were also analyzed to bring any further 
explanati ons of the study variables to light.

It was hypothesized that there was likely to 
be a relati onship between Perceived Organi-
zati onal Justi ce and Employee Engagement in 
Rescue 1122 employees. Results showed that 
there was a signifi cant relati onship between 
all of the three dimensions of Perceived Or-
ganizati onal Justi ce and Job and Organizati on 
Engagement. So, the hypothesis was accept-
ed. Previous literature is in accordance with 
the results of the study. (Aslam, et al., 2012) 
and (Murtaza, et al., 2011) suggested that 
there was a signifi cant relati onship between 
perceived organizati onal justi ce and job sat-
isfacti on; (Syaebani & Sobri, 2011) also con-
cluded that perceived organizati onal justi ce 
had signifi cant relati onship with employee 
engagement. (Ali & Jan, 2012) maintained in 
their research that justi ce percepti ons had 
signifi cant relati onship of employees’ com-
mitment to their organizati on.

Another propositi on was that a signifi cant 
relati onship existed between perceived orga-
nizati onal support and employee engagement 
in Rescue 1122 employees. This hypothesis 
was supported by the results as perceived 
organizati onal support had a signifi cant posi-

ti ve correlati on with job engagement, but an 
insignifi cant relati onship with engagement 
in the organizati on. Previous researches also 
support the fi ndings. (Miao, 2012) recom-
mended through the fi ndings of his research 
that perceived organizati onal support had 
positi ve correlati ons with job sati sfacti on. 
(Ducharme & Marti n, 2000) found out that 
social support in the workplace is signifi cant-
ly related to sati sfacti on at work. Moreover, 
(Saks, 2006) also maintained that perceived 
organizati onal support was signifi cantly relat-
ed to employee engagement.

It was also hypothesized that perceived or-
ganizati onal justi ce had a signifi cant relati on-
ship with perceived organizati onal support. 
Results revealed that distributi ve procedur-
al and interacti onal justi ce had a signifi cant 
relati onship with perceived organizati onal 
support in Rescue 1122 employees. (Fasolo, 
1995) and (Masterson, et al., 2000) conclud-
ed in their investi gati ons that fairness and 
justi ce of the organizati on are strongly relat-
ed to the perceived organizati onal support in 
the employees.

Meditati onal analysis was initi ated by a 
series of predicti on analyses. It was hypothe-
sized that perceived organizati onal justi ce and 
perceived organizati onal support were like-
ly to predict employee engagement. Results 
showed that among the three dimensions of 
perceived organizati onal justi ce, interacti on-
al justi ce was a strong predictor of both job 
and organizati on engagement. This fi nding is 
validated by the previous literature. Research 
evidence shows that Interacti onal Justi ce 
has a strong impact on the level of sati sfac-
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ti on of employees in an organizati on (Iqbal, 
2013) (Rauf, 2010) (Usmani & Jamal, 2013). 
Moreover, (Fischer & Smith, 2006) concluded 
that organizati onal justi ce has strong predic-
ti on for aff ecti ve commitment of employees. 
(Bakhshi, et al., 2009) suggested that orga-
nizati onal justi ce is a predictor of both job 
sati sfacti on and organizati onal commitment. 
Moreover, (Ybema, 2008) put forward from 
an investi gati on that employees feeling that 
their organizati on is unfair are more prone 
to burnout and may lead to poor job sati s-
facti on. The other two dimensions of justi ce 
were insignifi cant predictor of employee en-
gagement. A probable reason for this could 
be that employees tend to value interacti onal 
justi ce more that than distributi ve justi ce and 
procedural justi ce. This can be inferred by the 
study of (Usmani & Jamal, 2013), who argued 
that among the fi ve types of perceived or-
ganizati onal justi ce, job sati sfacti on was sig-
nifi cantly related to interacti onal justi ce and 
temporal justi ce.

Another propositi on was that perceived 
organizati onal support was likely to predict 
employee engagement. This hypothesis was 
accepted as the results revealed signifi cant 
predicti on of job engagement from orga-
nizati onal support. This fi nding is support-
ed by the previous literature. (Rhoades, et 
al., 2001) inferred from the fi ndings of their 
three studies that perceived organizati onal 
support was a signifi cant predictor of aff ec-
ti ve commitment. (Kralj & Solnet, 2011) ar-
gued in their research that the infl uence of 
organizati onal support is quite strong on the 
engagement of employees towards their job 
and organizati on. (Shore & Wayne, 1993) sug-

gested that Organizati onal Support creates 
feelings of obligati ons in the employees that 
contribute to their aff ecti ve commitment to 
their work. It is also seen that if employees 
get less supervisory support they are more 
inclined to job stress and low job sati sfacti on 
(McGilton, et al., 2007). Moreover, (Brough & 
Pears, 2004) maintained that perceived orga-
nizati onal support is related to the workplace 
well-being of employees. 

It was also proposed that Organizati onal 
Justi ce was a signifi cant predictor of Orga-
nizati onal Support. Results proved the hy-
pothesis in terms of interacti onal justi ce and 
perceived organizati onal support. (Kraimer, 
et al., 2011) suggested that one of the very 
important antecedents of perceived organi-
zati onal support was fairness at workplace. 
(Abd Ghani & Hussin, 2009) second the re-
sults that if the employees have access to 
the informati on and get fair opportuniti es 
to learn and develop, they are more likely 
to perceive their organizati on as supporti ve. 
Thus, the research suggests interacti onal jus-
ti ce as an antecedent to perceived organiza-
ti onal support.

Role of perceived organizati onal support 
as a mediator in the relati onship between 
perceived organizati onal justi ce and employ-
ee engagement was also investi gated. It was 
hypothesized that perceived organizati onal 
support was likely to mediate the relati on-
ship between perceived organizati onal justi ce 
and employee engagement in Rescue 1122 
employees. Results revealed that perceived 
organizati onal support mediated the rela-
ti onship between interacti onal justi ce and 
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job engagement. This is validated by previ-
ous research evidences. (Noruzy, et al., 2011) 
concluded in their research that perceived 
organizati onal support had a signifi cant me-
diati onal role in the relati onship between 
perceived organizati onal justi ce and organiza-
ti onal citi zenship behavior. (Moorman, et al., 
1998) argued that Perceived Organizati onal 
Support mediated the relati onship between 
Perceived Organizati onal Justi ce and organi-
zati onal citi zenship behavior. (Simons & Rob-
erson, 2003) fi ndings support the fi ndings of 
current research that perceived organizati on-
al support mediates the relati onship between 
interacti onal justi ce and work engagement of 
employees. One possible explanati on of the 
exclusion of other dimensions of Perceived 
Organizati onal Justi ce and Organizati on En-
gagement could be taken from the general 
observati on of the Rescue 1122 employees 
that they value respect from their organiza-
ti on more that the rewards that they receive 
and also the processes through which they 
are rewarded. Moreover, employees might 
have some other criti cal concerns about their 
organizati on because of which perceived or-
ganizati onal support did not predict organiza-
ti on engagement.

5. Limitati ons and Suggesti ons
Following are the limitati ons of this re-

search and some suggesti ons for the future 
researches on this topic:
1. The sample size was considerably small, 

which may limit the external validity of 
the study. A larger sample size may be 
used in the future researches for more 
reliable results.

2. Assessment measures were a translat-
ed version of foreign scales. Indigenous 
assessment measures can lead to more 
valid and reliable results.

6. Implicati ons
The current research has strong implica-

ti ons in the workplace setti  ngs and emergen-
cy service organizati ons such as Rescue 1122:
1. The fi ndings of the research can serve as 

platf orm for the awareness of important 
antecedents of employee engagement, 
that is, perceived organizati onal justi ce 
and perceived organizati onal support.

2. Organizati ons, especially emergency 
services organizati ons, can inculcate the 
rules of fairness and support for bett er 
and improved engagement of their em-
ployees, thereby, enhancing their pro-
ducti vity.

7. Conclusion
In a nutshell, the study gave the results 

that Organizati onal Justi ce, Organizati onal 
Support, and Employee Engagement in Res-
cue 1122 employees are signifi cantly related 
to each other. Both dimensions of engage-
ment of the employee are directly predicted 
by sub scales of the organizati onal justi ce. 
The research also gave the evidence of the 
parti al mediati on of the role of the percep-
ti on of the employees about the support pro-
vided by their organizati on in the relati onship 
between how they perceive the justi ce done 
in their organizati on and also their engage-
ment in their work.
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