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Abstract

Employee wellbeing has become an important concern for organizations,
particularly in work environments where employees are exposed to increasing
job demands, complex workplace relationships, and psychological pressures.
This study examines the relationships among organizational justice, work
alienation, psychological distance, and employee wellbeing, while also
investigating the moderating role of mental health literacy. Drawing on Social
Exchange Theory, the study assumes that fair and supportive organizational
exchanges strengthen employees’ attachment to the organization and
contribute to their wellbeing, whereas unfair experiences may incredse
alienation and psychological distance. Data were collected from employees
working in private banks across different districts of Punjab, Pakistan,
including Lahore, Okara, Sahiwal, Multan, Gujranwala, Gujrat, Sialkot,
Kharian, Jhelum, and Narowal. Using convenience sampling, 876 usable
responses were obtained through online and paper-based questionnaires and
analyzed through Partial Least Squares Structural Equation Modeling (PLS-
SEM) using SmartPLS 4.0. Results showed that organizational justice
significantly reduced work alienation (f = —0.754, p < 0.001) and
psychological distance (B = —0.781, p < 0.001), while it had a significant
positive relationship with employee well-being (8 = 0.240, p < 0.001). Work
alienation was negatively related to employee well'being (f = —0.172, p <
0.001), and psychological distance also showed a significant negative
relationship with wellbeing (f = —0.145, p < 0.001). Mental health literacy
did not significantly moderate the relationship between work alienation and
employee wellbeing (f = 0.014, p = 0.337). Howewer, it significantly
moderated the relationship between psychological distance and employee well-
being (f = 0.067, p = 0.025), indicating that employees with higher mental
health literacy may be better able to manage the negative consequences of
psychological distance. The model also showed satisfactory explanatory and
predictive ability, explaining 56.9% of the variance in work alienation,
60.9% in psychological distance, and 44.0% in employee well-being. The
overall model fit was acceptable, with an SRMR value of 0.043 and an NFI
of 0.80. Owerall, the findings suggest that organizational justice plays an
important role in protecting employee well-being by reducing feelings of
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alienation and psychological disconnection from the organization. At the same
time, mental health literacy appears to provide employees with a useful
psychological resource for dealing with the effects of psychological distance,
although it may not be sufficient to overcome the effects of work alienation.
The study contributes to the literature on organizational behaviour, human
resource management, and occupational psychology by bringing organizational
justice, work alienation, psychological distance, mental health literacy, and
employee well-being together in a single framework within the private banking
sector of Pakistan. The findings also underline the practical importance of fair
organizational policies, meaningful work, employee involvement, supportive
communication, and mental health awareness initiatives in developing
healthier and more supportive workplaces.

Introduction

In today's work environment, with its growing
demands and interpersonal = complexity,
employees can be subjected to psychological
strain, emotional  exhaustion, reduced
satisfaction in the workplace, negatively
impacting on both individual and the
organization (Sarwar et al., 2020). In this
context, employee well-being is not only
considered as a personal issue but also a
consequence of organizational practices,
workplace relationships and psychological
experiences (Charalampous et al., 2019;
Pradhan & Hati, 2022).

Employee well-being refers to the psychological
health, emotional stability, job satisfaction,
workplace happiness, work-life balance, and
positive functioning in the organizational
environment (Oishi & Westgate, 2022).
Organizational justice, defined as employees'
perceptions of fairness in organizational
procedures, outcomes, and interpersonal
treatment (Greenberg & Colquitt, 2013), is a
significant predictor of work attitudes and well-
being. According to extensive research,
perception of fairness influences trust,
commitment, job satisfaction, and psychological
well-being (Hayati & Caniago, 2023).

An employee's psychological disconnection from
their role occurs when they feel that the
exchanges they make with the organization are
unfair or that they are not supported. This is
manifested by work alienation, including a sense
of powerlessness, meaninglessness, isolation,
and detachment from work (Seeman, 1967).
Alienation has been linked to negative
consequences, such as emotional exhaustion,

disengagement, absenteeism, and intentions to
leave the organization (Martela, 2023; Reinsberg
et al., 2023).

Psychological distance, which is emotional
distance, employees feel from their organization
and workplace relationships (Chen & Li, 2018),
is generally linked to negative perceptions, such
as feeling detached, cynical, and less connected
to the organization (Li et al., 2022; Liu et al,,
2021). Individual-level factors may
determine how these effects manifest. Mental
health literacy involves emotional awareness,
psychological understanding, coping abilities,
seeking help, and effective use of mental health
resources, which mitigates the negative impact of
stressors in the workplace (Buta et al., 2024b;
Roche et al.,, 2024). Yet little research has
considered mental health literacy as a
moderating factor that could buffer the adverse
effects of work alienation and psychological
distance on employee well-being (Buta et al.,
2024b).

Based on the Social Exchange Theory (Homans,
1958), employees' perception of fairness,
support, and reciprocity in the workplace
becomes the basis for assessing their
relationships at work. Dysfunctional exchanges,
such as mistrust or unfairness, can lead to
psychological distancing and lower psychological
well-being (Blau, 2017; Swazan & Youn, 2023).
So, this study examines the moderating role of
mental health literacy between work alienation
and employee well-being and between
psychological distance and employee well-being
among the private sector workers of Pakistan.
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Theoretical Background

Social Exchange Theory provides a strong
theoretical basis for examining the link between
perceptions of organizational justice, work
alienation, psychological distance, mental health
literacy, and employee well-being. According to
Social Exchange Theory (SET), social behavior is
the outcome of an exchange process that occurs
when people assess the possible benefits and
costs of relationships (Cropanzano et al., 2017).
Organizational relations evolve as a result of
repeated social exchanges, in which people assess
the "balance" between what they give and what
they receive (Cropanzano & Mitchell, 2005;
Homans, 1958). When employees feel that their
organization treats them with support, respect,
and fairness, they are likely to have positive

reciprocal attitudes, emotional attachment,
psychological commitment, and trust in the
organization (Cropanzano et al., 2017).
Frequent exchange imbalance, unfairness,
emotional neglect, and relationship
dissatisfaction can lead to a gradual withdrawal
from the employee's job and organizational
relationships, manifesting as work alienation
and psychological distance, and to emotional
exhaustion, disengagement, and decreased well-
being when coping resources are insufficient
(Cropanzano & Mitchell, 2005). Mental health
literacy, from this perspective, buffers these
negative effects, helping employees understand,
control, and cope with the emotional effects of
poor work relationships.

Based on the above theoretical arguments, the following conceptual model is proposed:

Organizational

/\

Justice
P
\ Psychological

( N\
Work
Alienation

Distance

Mental Health Literacy

Diagram of Conceptual Framework

Hypothesis Development

Organizational Justice and Employee Well-
being

Empirical studies have repeatedly shown that
organizational justice is a key determinant of the
well-being of employees. Lawson et al. (2009)
concluded that organizational justice emerged as
a significant predictor of employee well-being,
while recent evidence confirms this relationship
across multiple occupational settings, such as
hospitality, ~ public  organizations,  and
multinational organizations (Yusuf et al., 2025).
Distributive justice helps to ensure that workers
feel that they are getting a fair reward (Godwin
et al., 2020; Pasupuleti et al., 2023). Procedural
justice increases confidence in organizational
processes even if the outcomes are not positive

(Versteegt et al., 2022). Interactional and
informational justice have been linked to lower
burnout and higher psychological health
(Godwin et al., 2020). On the other hand,
organizational injustice has been linked to work
stress, emotional exhaustion, burnout (Pérez
Rodriguez et al., 2019), and lower mental health
scores (Cachén-Alonso & Elovainio, 2022).
Hence, with the support of the above evidence,
the following hypothesis is suggested in the
present study:

HI: There is a positive association between
organizational justice and employee well-being among
employees of private organizations.
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Organizational Justice and Work Alienation
Organizational practices that can be considered
fair generate a sense of belonging, attachment to
the organization, and trust in the organization,
which decreases the feeling of estrangement and
psychological withdrawal (Celik & Damar,
2017; Islam et al., 2019). Within the healthcare
industry, Ceylan and Sulu (2011) identified
three forms of injustice, distributive, procedural,
interpersonal and informational to be all
positively related to work alienation dimensions
of powerlessness and social isolation. Mohamed
(2022) discovered similar results among nursing
personnel during the COVID-19 pandemic.
Likewise, Durrah (2020) concluded the same
results among healthcare workers in Oman.
Islam et al. (2019) found in their study on the
telecom  sector  that  procedural and
informational justice were significant factors in
raising the level of alienation, especially among
employees who were perceived as being
overqualified. Given the above empirical
evidence, it is hypothesized that:

H2: There is a mnegative association between
organizational justice and work alienation among
employees of private organizations.

Organizational Justice and Psychological
Distance

The literature reveals that perceptions of fairness
have a significant impact on the psychological
closeness or distance employees experience with
their organizations (Rupp et al, 2015).
Organizational justice has consistently been
found to positively influence organizational
trust, psychological ownership, engagement, and
quality of employee-organization relationships,
which are known to be correlated with
decreasing psychological distance (Kang & Sung,
2019; Zhang et al., 2020). Similarly, fair
organizational practices contribute to greater
organizational embeddedness and trust, which
in turn fosters employees' sense of feeling
attached to the organization (Mehmood et al.,
2021)(Mubashar et al., 2022). A similar line of
evidence is provided in Zhang et al. (2022),
which revealed that psychological distance
influences justice-related cognitive processing,
suggesting that there is a close relationship
between fairness perception and psychological

distance. The hypothesis is tentatively proposed
based on the above empirical evidence:

H3: There is a negative association between
organizational justice and psychological distance
among employees of private organizations.

Work Alienation and Employee Well-Being
Alienation from work and employee well-being
have been extensively studied in organizational
and occupational settings. There is evidence
across the literature that correlates higher levels
of work alienation to lower employee well-being,
job satisfaction, higher levels of emotional
exhaustion, increased stress, anxiety, and poorer
psychological and physical health outcomes
(Chiaburu et al., 2014; Conway et al., 2020;
Lagios et al., 2022). Negative correlation
between subjective alienation and people's well-
being leads to emotional burden and
psychological discomfort in the workplace
(Adibifar & Monson, 2020). In a longitudinal
study on the biopsychosocial costs of alienated
labor, Seeman et al. (2020) reported an
association between work alienation and
increased biological dysregulation, or allostatic
load. Staff with work conditions that caused
alienation had lower psychological functioning,
greater exposure to stress, and lower social well-
being. Korkmaz and Torlak (2024) determined
that work alienation of nurses, when negatively
correlated with quality of work life, was
significant. Similarly, Gharbi et al. (2025)
showed that work alienation significantly
affected work-related anxiety in the hotel
industry. Hence, the above empirical evidence
suggests the following hypothesis:

H4: There is a negative association between work
alienation and well-being among employees of private
organizations.

Psychological Distance and Employee Well-
Being

Numerous studies have demonstrated that
psychological proximity in an organization
positively affects employees' health. (Liu et al.,
2020) concluded that the employee-
organization psychological distance had a
significant impact on occupational mental
health. Marstand et al. (2024) revealed that the
more psychological distance the employees had
from the supervisors, the less task-centered
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coping skills they had and the more they
withdrew. Those who were psychologically close
to leaders showed better coping, higher
effectiveness, and psychological functioning. If
not properly managed, psychological distance
can exacerbate loneliness, the loss of perceived
support, and negative impacts on employees'
mental health (Figueiredo et al., 2025; Hill et al.,
2022). Moreover, Petitta and Ghezzi (2025)
showed that organizational belongingness is a
psychological resource that helps employees
resist stressors and reduce performance
deterioration in remote work environments.
Thus, these empirical results lead to the
following hypothesis:

H5: There is a mnegative association between
psychological distance and well-being among employees
of private organizations.

Moderation of Mental Health Literacy between
Work Alienation and Employee Well-being

Work alienation has been correlated with
emotional exhaustion, stress, decreased job
satisfaction, counterproductive work behaviors,
psychological distress, and decreased employee
well-being in previous studies (Thanem & Elraz,
2022; Vafeas et al., 2024). But, workers do not
react to "alienating" conditions in the same
manner. Alienation may have different impacts
on employee well-being depending on individual
psychological resources. One such important
psychological resource is mental health literacy
(MHL). Mental health literacy is defined as
employees' knowledge, beliefs, and
understanding about mental health issues,
including their ability to identify psychological
distress, access support, respond to mental
health issues in an adaptive manner, and
manage emotional problems well (Buta et al.,
2024a). Increased mental health literacy
correlates with better mental health, decreased
stress, decreased stigma, and increased help-
seeking intentions (Kleist et al., 2025; Lam et al.,
2022). Organizational environments that are
health-supportive and mental health literacy
campaigns have been found to enhance the well-
being of employees and buffer the impact of
negative work experiences (Hammer et al., 2024;
Lam & Lam, 2024). While prior research has
found that work alienation has detrimental
effects on employee wellbeing and mental

health literacy has beneficial effects on mental
health, few studies have directly investigated the
moderating effect of mental health literacy
between work alienation and employee well-
being. Therefore, it is hypothesized that:

H6: Mental Health Literacy moderates the
relationship between work alienation and the well-
being of employees in private organizations.

Moderation of Mental Health Literacy between
Psychological Distance and Employee Well-
being

Employees who feel a higher psychological
distance are more likely to feel emotionally
detached, have a lower organizational
identification, cope in ways that are not
adaptive, and have lower occupational mental
health (Marstand et al., 2024). Employees may
react and interpret disconnection in the
workplace differently depending on their
psychological resources. Mental health literacy
(Lam et al., 2022) is one of these protective
factors. Previous studies have shown that a
higher level of mental health literacy is
correlated with better psychological well-being,
decreased stress, lower risk of burnout, and
coping skills in a workplace environment (Kleist
etal., 2025). Furthermore, mental health literacy
can diminish the impact of psychological
distance, soften the stigma associated with
mental health issues, and promote support-
seeking and supportive relationships (Wulf,
2022).

While psychological ~distance has been
associated with poorer mental health outcomes,
and mental health literacy with improved
employee mental health, few studies have
directly investigated the interaction between
mental health literacy and psychological distance
in this relation. Hence, from the buffering view
of personal psychological resources, it is
suggested that the negative effect of
psychological distance on the well-being of
employees could be alleviated by mental health
literacy. Accordingly, the following hypothesis is
proposed:

H7: Mental Health Literacy moderates the
relationship between psychological distance and the
well-being of employees in private organizations.

Research Methodology
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The data was gathered between November 2025
and April 2026 using both an online and paper-
based survey from bank employees in Punjab,
Pakistan's districts of Lahore, Okara, Sahiwal,
Multan, Gujranwala, Gujrat, Sialkot, Kharian,

Table 1: Characteristics of Respondents (N= 876)

Jhelum, and Narowal. A convenience sample
strategy was used. 876 of the 923 completed
questionnaires were included in the study. Table
1 displays the characteristics of the respondents.

Demographic Characteristics Code Frequency Percentage
Gender Male 523 59.7
Female 353 40.3
Age (in years) 21-30 269 30.7
3140 331 37.8
41-50 193 22.0
Above 50 83 9.5
Education Intermediate 51 5.8
Bachelor 207 23.6
Masters 439 50.1
Above Masters 179 20.4
Job Experience (in years) 0-5 years 203 23.2
6-10 years 297 33.9
11-15 years 228 26.0
Above 15 years 148 16.9
Measures Data Analysis

The 5-point Likert scale was used for measuring
the constructs, with 1 for strongly disagree and 5
representing strongly agree. Organizational
justice was measured through 9 items adopted
from Elovainio et al. (2010). Work alienation is
measured through 8 items adopted from Nair
and Vohra (2009). Psychological distance was
measured through 25 items adopted from Lim
et al. (2012). The mental health literacy was
measured through 15 items adopted from Costa
et al. (2025). At the end, well-being was
measured with 7 items adopted from Stewart-
Brown et al. (2009). A pilot study (n=70) was
conducted to ensure the reliability (i.e.,

Cronbach’s alpha > 0.70) of all scales.

Smart-PLS 4.0 was used to assess measurement
and - structural models. The discriminant
validity, convergent validity, reliability and
hypothesis testing were assessed following the
guidelines of Hair et al. (2019).

Common Method Bias

According to the results of the Harman-Single
Factor test, the highest explained variance was
37.47%, which is below the 50% threshold
(Hair et al., 2019), which meant CMB was not a

concern.

Measurement Model

Table 2 shows the measurement model results.
All factors were above 0.708. Cronbach's alpha,
composite reliability, and AVE met the
recommended thresholds, confirming reliability
and convergent validity (Hair et al., 2019).

Variables Dimension Code  Outer Cronbach’s Composite Average
Loading Alpha Reliability  Variance
Extracted
Threshold >0.708 >0.708 >0.708 >0.50
Organizational Procedural Justice PR]J1 0.832 0.775 0.775 0.690
Justice PRJ2 0.826
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PRJ3 0.833
Interpersonal IR]1 0.854 0.805 0.805 0.719
Justice IR]2 0.842
IR]3 0.849
Distributive DRJ1  0.847 0.790 0.790 0.704
Justice DRJ2  0.837
DRJ3  0.833
Work Alienation WAL1 0.829 0.933 0.933 0.679
WAL2 0.828
WAL3 0.826
WAL4 0.825
WAL5 0.827
WAL6 0.820
WAL7 0.811
WALS8 0.828
Psychological Inhabited Space INST  0.874 0.846 0.846 0.764
Distance INS2 0.877
INS3  0.871
Isomorph Effect  ISF1 0.884 0.846 0.846 0.764
ISF2 0.871
ISF3 0.868
Spatial Distance SPD1  0.838 0.866 0.867 0.714
SPD2  0.843
SPD3  0.848
SPD4  0.851
Temporal TED1  0.885 0.856 0.856 0.776
Distance TEDZ  0.881
TED3  0.877
Social Distance SOD1  0.866 0.840 0.840 0.758
SOD2 0.875
SOD3 0.870
Participation PRP1  0.877 0.837 0.837 0.754
PRP2  0.856
PRP3  0.872
Cognitive COC1 0.866 0.840 0.840 0.758
Communion COC2 0.869
COC3 0.876
Resonant RSC1 0.873 0.840 0.840 0.757
Contagion RSC2  0.860
RSC3 0.878
Mental  Health Self-Help SHS1  0.787 0.819 0.819 0.648
Literacy Strategies SHS2  0.800
SHS3  0.821
SHS4  0.811
Erroneous EBS1  0.822 0.765 0.765 0.680
Beliefs/ EBS2  0.819
Stereotypes EBS3  0.832
Help Seeking and HSF1  0.822 0.762 0.762 0.677
First Aid Skills HSF2  0.820
HSF3  0.827
KMH1 0.775 0.873 0.873 0.612
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Knowledge
Mental
Problems

Well-being

of KMH2
Health KMH3
KMH4
KMH5
KMH6
WLB1
WLB2
WLB3
WLB4
WLB5
WLB6
WLB7

0.768
0.799
0.780
0.790
0.781
0.791
0.802
0.823
0.785
0.808
0.800

0.909 0.909 0.647

0.818

Discriminant Validity

To determine discriminant validity, the Fornell-

Larcker ratio was calculated (Hair et al., 2019),

Table 3: Discriminant Validity Analysis

where all constructs met the recommended

threshold (see Table 3).

Variables OR] WAL PYD MHL WLB
Organizational Justice (OR]) 0.779

Work Alienation (WAL) 0.754 0.824

Psychological Distance (PYD) 0.731 0.651 0.807

Mental Health Literacy (MHL) 0.033 -0.020 -0.001 0.746

Well-being (WLB) 0.495 0.454 -0.440 0.424 0.804

Diagonal values are the square root of AVE values.

Structural Model

Organizational justice negatively influenced
work alienation (B= -0.754, t p < 0.000) and
psychological distance (8= -02781, p < 0.000)
while positively influencing wellbeing (= 0.240,
p < 0.000). Work alienation (= -0.172, p <
0.000) and psychological distance (f=-0.145, p
< 0.000) negatively affected employee well-being.

Table 4: Hypothesis Testing

Mental health literacy significantly moderates
the relation psychological distance and
wellbeing (B= 0.067, p < 0.025) but not the
relationship between work alienation and
wellbeing (= 0.014, p > 0.337). Table 4 also
shows the effect size (f?) results that also met the
criterion of Cohen, (2013).

Standa Effe Confidence
rd P ct Interval
deviati T Size 5% 95%  Decisi
No. Hypotheses £ Mean on value valu VIF ®) on
(STDE e
V)
H1 OR]J ] 0.015 >1.190.00 1.0 éjl O 77 O 730  Accept
S>WAL 0.754 0.753 9 0 00 g ' ccep
H2 OR]J > ] 0.013 61.01 000 1.0 C1)'56 O 80 O 759  Accept
PYD 0.781 0.781 4 0 00 ) ' ccep
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H3

H4

H5

H6

H7

OR] =
WLB
WAL >
WLB
PYD >
WLB
MHL*WAL
> WLB
MHL*PYD
> WLB

0.240
0.172

0.145
0.014

0.067

0.241 0.049 4910
0.169 0.041 4.206
0.149 0.041 3.530

0.012 0.033 0.421

0.069 0.034 1.960

0.00

0.00

0.00

0.33
7

0.02
5

3.5
10

2.3
74
2.6
40
1.8
37

1.8
42

0.02 0.16 0.320

9
0.02
2

0.01

0.00

0

0.00
4

6

0.25

0.21
0

0.04
3
0.00
6

Accept

0.115 Accept

- Accept
0.071

0.069 Not
Accept

0.120  Accept

Where; ORJ- Organizational Justice, WAL- Work Alienation, PYD- Psychological Distance, MHL-
Mental Health Literacy, WLB- Well-being, VIF- Variance Inflation Factor

Model Fit
The model demonstrated satisfactory explanatory power and fit (Table 5), with SRMR = 0.043 and NFI

=0.80.

\ / N
kY ¢ 4

J

Figure 2: Structural Model

b

Table 5: Coefficient of Determination (R?), Predictive Relevance (Q2), and Model Fit

Variables Work Alienation Psychological Distance Wellbeing

R? 0.569 0.609 0.440

Q* (> zero) 0.384 0.394 0.282

Model Fit NFI SRMR
0.80 0.043
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Discussion

Acceptance of first hypothesis is in line with
previous studies claiming that a high level of
fairness in procedures, respectful interactions,
and a sense of security from organizations leads
to improved well-being and job satisfaction
among employees (Lawson et al., 2009; Yusuf et
al., 2025). The significant negative relationship
of organizational justice with work alienation
and psychological distance in hypothesis 2 and 3
is also consistent with previous research
indicating that organizational justice further
improves employees’ sense of belongingness and
attachment to their organization and reduces
withdrawal (Ceylan & Sulu, 2011; Mohamed,
2022; Zhang et al., 2022). Work alienation is
also confirmed as a severe psychological
condition that adversely affects employee well-
being, consistent with prior evidence linking it
to emotional exhaustion, job dissatisfaction, and
poorer psychological and physical health
outcomes (Chiaburu et al., 2014; Seeman et al.,
2020). Psychological distance confirmed to have
a significant negative impact on employee well-
being, with psychological closeness instead
acting as a protective factor against workplace
stressors (Liu et al.,, 2021) and distance from
supervisors linked to poorer coping and
psychological functioning (Marstand et al,,
2024).

Hypothesis 6 was not supported: mental health
literacy did not significantly moderate the
relationship between work alienation and well-
being. This may be because work alienation is a
widespread, systemic state whose effects on
exhaustion and dissatisfaction are not easily
offset by individual-level resources (Thanem &
Elraz, 2022). Mental health literacy increases
awareness of psychological distress but is not
always matched by effective coping resources or
workplace support (Buta et al., 2024a), and
persistent stigma may deter employees from
seeking help even when aware of their needs.
Hypothesis 7 was supported implying that
employees with higher mental health literacy are
better able to identify signs of psychological
distress and use adaptive coping mechanisms,
helping them manage detachment and preserve
well-being (Lam et al., 2022) (Marstand et al.,
2024). Overall, the findings emphasize that

organizational justice is a fundamental

organizational resource that promotes employee
well-being at the same time, strengthening
employees' mental health literacy may enhance
their ability to cope with psychological distance,
although organizational interventions remain
essential for addressing work alienation.

Implication of the Study

It is a study that contributes to the existing
literature of organizational behavior, HRM, and
occupational psychology, as it brings together
organizational  justice, work alienation,
psychological distance, mental health literacy
(MHL), and employee wellbeing into a unified
framework. The study also extends Construal
Level Theory by demonstrating the link between
psychological distance and organizational justice
and well-being, furthermore, it extends the
application of the Conservation of Resources
Theory to the organizational environment by
introducing MHL as a boundary condition. The
study's intent to investigate such relationships in
private banking companies within a collectivist
context adds to the cross-cultural applicability of
existing theories.

The results reveal some practical implications for
institutions, in particular, private banking
institutions. Organizations can foster the
promotion of organizational justice by having
clear policies, a fair assessment system, and
equitable compensation, participation in
decision-making, and respectful
communication. Additionally, organizations
need to reduce work alienation through job
enrichment, greater employee autonomy,
individuals' skill development, and meaningful
work. Communication, employee involvement,
feedback, and team-building activities can help
to reduce psychological distance. Additionally,
improving mental health literacy, which
includes training, workshops, and awareness
initiatives, as well as employee assistance
programs and counselling services, can enhance
employee resilience and reduce the impact of
stressors in the workplace.

Limitations and Future Research Directions.

Cross-sectional design restricts the ability to
make causal inferences, and selfreport
questionnaires can lead to common method
bias. Furthermore, the sample consisted of
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employees in the private banking sector, and no
qualitative data was collected. Future research
should be designed using longitudinal design,
mixed-method, and multi-source designs across
different industries and cultural settings to
improve validity and generalizability. The study
could also look at OCB as an outcome and
explore  relationship  mediators  and/or
moderators such as EI, psychological resilience,
ethical leadership, perceived organizational
support, workplace spirituality.

Conclusion

This study aimed to investigate the effects of
organizational justice, work alienation, and
psychological distance on employee well-being
among employees of private banking
institutions, while examining the moderating
role of mental health literacy. The findings
indicate that higher organizational justice
reduces work alienation and psychological
distance while directly enhancing employee well-
being. In addition, greater work alienation and
psychological distance were associated with
lower employee well-being. Mental health
literacy significantly buffered the negative effect
of psychological distance on employee well-being
but did not moderate the relationship between
work alienation and employee well-being.
Overall, this study contributes to the
understanding of the psychological mechanisms
underlying employee well-being and highlights
the importance of promoting fair organizational
practices, reducing employees' psychological
withdrawal, and strengthening mental health
literacy to foster healthier and more productive
workplaces.

References

Adibifar, K., & Monson, M. (2020). Workplace

Subjective Alienation and Individuals’

well-being.  Journal ~ of  Economic
Development, Environment and People, 9,
22.
https://doi.org/10.26458/jedep.v9i3.6
69

Blau, P. (2017). Exchange and power in social life.
Routledge.

Buta, B. O., Mota, A., Couto, V. V. D., &
Tabak, B. (2024a). Mental health
literacy for public employees. BMC
Public Health, 24.

https://doi.org/10.1186/s12889-024-
19937-1

Buta, B. O., Mota, A. C. P., Couto, V. V. D., &
Tabak, B. (2024b). Mental health
literacy for public employees. BMC

Public Health, 24.
https://doi.org/10.1186/512889-024-
19937-1

Cachén-Alonso, L., & Elovainio, M. (2022).
Organizational Justice and Health:
Reviewing Two Decades of Studies.
https://consensus.app/papers/organiz
ational-justice-and-health-reviewing-two-
decades-cachn-alonso-
elovainio/146a671a9db653e¢699a70f2¢
1becOc?5/

Celik, A, & Damar, A. (2017). THE
MEDIATING ROLE OF PERSON
ORGANIZATION FIT ON THE
EFFECT OF ORGANIZATIONAL
JUSTICE ON WORK ALIENATION.
International  Journal of Management
Economics and Business, 13, 854-866.
https://doi.org/10.11122/ijmeb.2014.

13.5.1895
Ceylan, A, &  Suly, S.  (2011).
ORGANIZATIONAL INJUSTICE

AND WORK ALIENATION. E & M
Ekonomie A Management, 14, 65.
https://consensus.app/papers/organiz
ational-injustice-and-work-alienation-
ceylan-
sulu/7de2545£1£665898bcf76dc12822
81bd/

Charalampous, M., Grant, C. A., Tramontano,
C., & Michailidis, E. (2019).
Systematically reviewing remote e-
workers’ wellbeing at work: A

multidimensional approach. European
Journal of Work and Organizational
Psychology, 28(1), 51-73.

Chen, H., & Li, S. (2018). Measuring the
psychological distance between an
organization and its members—The
construction and validation of a new
scale. Frontiers in Psychology, 8, 2296.

Chiaburu, D., Thundiyil, T., & Wang, J. (2014).
Alienation and its correlates: A meta-
analysis. European Management Journal,

32, 24-36.

https://policyrj.com

| Hassan et al., 2026 |

Page 999


https://portal.issn.org/resource/ISSN/3006-7030
https://portal.issn.org/resource/ISSN/3006-7022
ttps://doi.org/10.26458/jedep.v9i3.669
ttps://doi.org/10.26458/jedep.v9i3.669
ttps://doi.org/10.1186/s12889-024-19937-1
ttps://doi.org/10.1186/s12889-024-19937-1
ttps://doi.org/10.1186/s12889-024-19937-1
ttps://doi.org/10.1186/s12889-024-19937-1
ttps://consensus.app/papers/organizational-justice-and-health-reviewing-two-decades-cachn-alonso-elovainio/146a671a9db653e699a70f2c1bec0c75/
ttps://consensus.app/papers/organizational-justice-and-health-reviewing-two-decades-cachn-alonso-elovainio/146a671a9db653e699a70f2c1bec0c75/
ttps://consensus.app/papers/organizational-justice-and-health-reviewing-two-decades-cachn-alonso-elovainio/146a671a9db653e699a70f2c1bec0c75/
ttps://consensus.app/papers/organizational-justice-and-health-reviewing-two-decades-cachn-alonso-elovainio/146a671a9db653e699a70f2c1bec0c75/
ttps://consensus.app/papers/organizational-justice-and-health-reviewing-two-decades-cachn-alonso-elovainio/146a671a9db653e699a70f2c1bec0c75/
ttps://doi.org/10.11122/ijmeb.2014.13.5.1895
ttps://doi.org/10.11122/ijmeb.2014.13.5.1895
ttps://consensus.app/papers/organizational-injustice-and-work-alienation-ceylan-sulu/7de2545f1f665898bcf76dc1282281bd/
ttps://consensus.app/papers/organizational-injustice-and-work-alienation-ceylan-sulu/7de2545f1f665898bcf76dc1282281bd/
ttps://consensus.app/papers/organizational-injustice-and-work-alienation-ceylan-sulu/7de2545f1f665898bcf76dc1282281bd/
ttps://consensus.app/papers/organizational-injustice-and-work-alienation-ceylan-sulu/7de2545f1f665898bcf76dc1282281bd/
ttps://consensus.app/papers/organizational-injustice-and-work-alienation-ceylan-sulu/7de2545f1f665898bcf76dc1282281bd/

Policy Research Journal
ISSN (E): 3006-7030 ISSN (P) : 3006-7022

Volume 4, Issue 2, 2026

https://doi.org/10.1016/j.emj.2013.0
6.003

Conway, E., Monks, K., Fu, N., Alfes, K., &
Bailey, K. (2020). Reimagining

alienation  within  a

relational
framework: evidence from the public

sector in Ireland and the UK. The

International Journal of Human Resource

Management, 31, 2673-2694.
https://doi.org/10.1080/09585192.20
18.1460859

Cropanzano, R., Anthony, E. L., Daniels, S. R,
& Hall, A. V. (2017). Social exchange
theory: A critical review with theoretical
remedies. Academy of management annals,
11(1), 479-516.

Cropanzano, R., & Mitchell, M. S. (2005).
Social exchange theory: An
interdisciplinary review. Jowrnal of
management, 31(6), 874-900.

Durrah, O. (2020). Injustice Perception and
Work  Alienation:  Exploring the
Mediating Role of Employee’s Cynicism
in Healthcare Sector. Journal of Asian
Finance, Economics and Business, 7, 811-

824.
https://doi.org/10.13106/jafeb.2020.v
0l7.n09.811

Figueiredo, E., Margaca, C., & Sanchez-Garcia,
J. (2025). Loneliness and Isolation in
the Era of Telework: A Comprehensive

Challenges for
Organizational Success. Healthcare, 13.
https://doi.org/10.3390/healthcare 13
161943

Gharbi, H., Sobaih, A., & Aliane, N. (2025). Job
insecurity, psychological safety, work
alienation, and anxiety in the hotel
industry: a moderated-mediated

Review of

analyses. Frontiers in Psychology, 16.
https://doi.org/10.3389/fpsyg.2025.1
615426

Godwin, L. R., Dokotri, ]., Orshi, J., & Sunday,
A. (2020). Impacts of Organizational
Justice on the Wellbeing of Employees
in Nigeria. The International Journal of
Humanities & Social Studies.
https://doi.org/10.24940/theijhss/20
20/v8/i5/hs2005-099

Greenberg, J., & Colquitt, J. A. (2013).
Handbook  of  organizational  justice.
Psychology Press.

Hammer, L., Dimoff, J., Mohr, C., & Allen, S.
(2024). A Framework for Protecting and
Promoting Employee Mental Health
through Supervisor Supportive
Behaviors. Occupational health science, 8,
243-268.
https://doi.org/10.1007/541542-023-
00171x

Hayati, K., & Caniago, I. (2023). Organizational
Justice: How  Does It  Affect

Performance and Job Satisfaction?

International Conference of
Economics, Business, and Entrepreneur
(ICEBE 2022),

Hill, N., Axtell, C., Raghuram, S., & Nurmi, N.
(2022). Unpacking Virtual Work's Dual
Effects on Employee Well-Being: An
Integrative Review and Future Research
Agenda. Journal of management, 50, 752-

792.
https://doi.ore/10.1177/0149206322
1131535

Homans, G. C. (1958). Social behavior as
exchange. American Journal of Sociology,
63(6), 597-606.

Islam, S. U., Jawad, D., Shehroze, R.,, &
Basharat, H. (2019). The Impact of
Organizational Injustice on Work
Alienation: Moderating Role  of
Overqualification. International Journal
of Business and Economic  Affairs.
https://doi.org/10.24088/ijbea-2019-
45002

Kang, M., & Sung, M. (2019). To leave or not to
leave: the effects of perceptions of
organizational justice on employee
turnover intention via employee-

organization relationship and employee
job engagement. Journal of Public
Relations  Research, 31, 152-175.
https://doi.org/10.1080/1062726x.20
19.1680988

Kleist, L., Kithn, L., Wengemuth, E., & Choi, K.
(2025). Health literacy and
psychological wellbeing of employees
working from home in Germany—

online survey results. Health Promotion
International, 40.

https://policyrj.com

| Hassan et al., 2026 |

Page 1000


https://portal.issn.org/resource/ISSN/3006-7030
https://portal.issn.org/resource/ISSN/3006-7022
ttps://doi.org/10.1016/j.emj.2013.06.003
ttps://doi.org/10.1016/j.emj.2013.06.003
ttps://doi.org/10.1080/09585192.2018.1460859
ttps://doi.org/10.1080/09585192.2018.1460859
ttps://doi.org/10.13106/jafeb.2020.vol7.no9.811
ttps://doi.org/10.13106/jafeb.2020.vol7.no9.811
ttps://doi.org/10.3390/healthcare13161943
ttps://doi.org/10.3390/healthcare13161943
ttps://doi.org/10.3389/fpsyg.2025.1615426
ttps://doi.org/10.3389/fpsyg.2025.1615426
ttps://doi.org/10.24940/theijhss/2020/v8/i5/hs2005-099
ttps://doi.org/10.24940/theijhss/2020/v8/i5/hs2005-099
ttps://doi.org/10.1007/s41542-023-00171-x
ttps://doi.org/10.1007/s41542-023-00171-x
ttps://doi.org/10.1177/01492063221131535
ttps://doi.org/10.1177/01492063221131535
ttps://doi.org/10.24088/ijbea-2019-45002
ttps://doi.org/10.24088/ijbea-2019-45002
ttps://doi.org/10.1080/1062726x.2019.1680988
ttps://doi.org/10.1080/1062726x.2019.1680988

Policy Research Journal
ISSN (E): 3006-7030 ISSN (P) : 3006-7022

Volume 4, Issue 2, 2026

https://doi.org/10.1093/heapro/daae
202

Korkmaz, A. C. ¢., & Torlak, K. (2024). Work
alienation and quality of work life
among nurses: A descriptive cross-

sectional study. International Nursing
Review, 71, 886-894.
https://doi.org/10.1111/inr.12940

Lagios, C., Lagios, N., Stinglhamber, F., &
Caesens, G. (2022). Predictors and
Consequences of Work Alienation in
Times of Crisis: Evidence from Two
Longitudinal =~ Studies During the
COVID-19 Pandemic. Current
Psychology (New Brunswick, N.j.), 1-15.
https://doi.org/10.1007/s12144-022-
033729

Lam, L., & Lam, M. (2024). A Web-Based and
Mobile Intervention Program Using a
Spaced  Education Approach for
Workplace Mental Health Literacy:
Cluster Randomized Controlled Trial.
JMIR Mental Health, 11.
https://doi.org/10.2196/51791

Lam, L., Lam, M., Reddy, P., & Wong, P.
(2022). Efficacy of a Workplace
Intervention Program With Web-Based
Online and Offline Modalities for
Improving Workers' Mental Health.

Frontiers in Psychiatry, 13.
https://doi.org/10.3389/fpsyt.2022.88
8157

Lawson, K., Noblet, A., & Rodwell, J. (2009).
Promoting employee wellbeing: the
relevance of work characteristics and
organizational justice. Health Promotion

International, 24 3, 223-233.
https://doi.org/10.1093 /heapro/dap0
25

Li, S., Chen, H., Feng, Y., Chen, F., & Hou, C.
(2022). Research progress and thematic
evolution of psychological distance—A
co-word analysis based on bibliometric
research. Current Psychology, 41(3), 1569-
1583.

Liu, B., Chen, H., & Wang, Y. (2021). More
work, better health? The moderation
effect of  employee-organizational
psychological distance. Journal of Health
Psychology, 26(12), 2200-2212.

Liu, Y., Cheng, P., & Ouyang, Z. (2020). How
trust mediate the effects of perceived
justice on loyalty: A study in the context
of automotive recall in China. Journal of
Retailing and Consumer Services, 58,
102322.
https://doi.org/10.1016/j.jretconser.2
020.102322

Marstand, A., Epitropaki, O., & Kapoutsis, 1.
(2024). ‘Distant but close’: Leadership
behaviours, psychological ~distance,
employee coping and effectiveness in

remote work contexts. Journal of
occupational and organizational psychology.
https://doi.org/10.1111/joop.12544

Martela, F. (2023). The Normative Value of
Making a Positive Contribution-
Benefiting Others as a Core Dimension
of Meaningful Work: Running author:
Frank Martela. Journal of Business Ethics,
185(4), 811-823.

Mehmood, S., Malik, M., Akhtar, M. S., Faraz,
N, & Memon, M. (2021).
Organizational justice, psychological
ownership and
embeddedness: a conservation of

organizational

resources  perspective.  International

Journal of Manpower.
https://doi.org/10.1108/ijm-06-2020-
0296

Mohamed, L. (2022). Influence of Perceived
Organizational Injustice on Workplace
Alienation among Nursing Staff during
COVID-19 Pandemic. International
Egyptian Journal of Nursing Sciences and
Research.
https://doi.org/10.21608/ejnsr.2021.1
06222.1122

Mubashar, T., Musharraf, S., Khan, S., & Butt,
T. A. (2022). Impact of organizational
justice on employee engagement: The
mediating role of organizational trust.

Cogent Psychology, 9.
https://doi.org/10.1080/23311908.20
22.2080325

Oishi, S.,, & Westgate, E. C. (2022). A
psychologically  rich life: Beyond
happiness and meaning. Psychological

review, 129(4), 790.

https://policyrj.com

| Hassan et al., 2026 |

Page 1001


https://portal.issn.org/resource/ISSN/3006-7030
https://portal.issn.org/resource/ISSN/3006-7022
ttps://doi.org/10.1093/heapro/daae202
ttps://doi.org/10.1093/heapro/daae202
ttps://doi.org/10.1111/inr.12940
ttps://doi.org/10.1007/s12144-022-03372-9
ttps://doi.org/10.1007/s12144-022-03372-9
ttps://doi.org/10.2196/51791
ttps://doi.org/10.3389/fpsyt.2022.888157
ttps://doi.org/10.3389/fpsyt.2022.888157
ttps://doi.org/10.1093/heapro/dap025
ttps://doi.org/10.1093/heapro/dap025
ttps://doi.org/10.1016/j.jretconser.2020.102322
ttps://doi.org/10.1016/j.jretconser.2020.102322
ttps://doi.org/10.1111/joop.12544
ttps://doi.org/10.1108/ijm-06-2020-0296
ttps://doi.org/10.1108/ijm-06-2020-0296
ttps://doi.org/10.21608/ejnsr.2021.106222.1122
ttps://doi.org/10.21608/ejnsr.2021.106222.1122
ttps://doi.org/10.1080/23311908.2022.2080325
ttps://doi.org/10.1080/23311908.2022.2080325

Policy Research Journal
ISSN (E): 3006-7030 ISSN (P) : 3006-7022

Volume 4, Issue 2, 2026

Pasupuleti, S., Lambert, E., Srinivasa, S., Cluse-
Tolar, T., & Jiang, S. (2023). The
Importance of Organizational Justice on
Job Burnout Among Midwestern U.S.
Social Workers. Smith College Studies in

Social Work.
https://doi.org/10.1080,/00377317.20
23.2249991

Pérez-Rodriguez, V., Topa, G., & Beléndez, M.
(2019). Organizational justice and work
stress: The mediating role of negative,
but not positive, emotions. Personality
and Individual Differences, 151, 109392.
https://doi.org/10.1016/j.paid.2019.0

4.047
Petitta, L., & Ghezzi, V. (2025). Remote Work
and Psychological Distance:

Organizational Belongingness as a
Resource Against Work Stressors and
Employee Performance Impairment
and Distress. Sustainability.
https://doi.org/10.3390/sul17041342
Pradhan, R. K., & Hati, L. (2022). The
measurement of employee well-being:
development and validation of a scale.
Global Business Review, 23(2), 385-407.
Reinsberg, B., Stubbs, T., & Bujnoch, L. (2023).

Structural adjustment, alienation, and

mass protest. Social Science Research, 109,
102771.

Roche, E., Richardson, N., Sweeney, ]., &
O’Donnell, S. (2024). Workplace
Interventions Targeting Mental Health
Literacy, Stigma, Help-Seeking, and
Help-Offering in  Male-Dominated
Industries: A Systematic Review.
American Journal of Men's Health, 18.
https://doi.org/10.1177/1557988324

1236223
Rupp, D. E., Wright, P. M., Aryee, S., & Luo, Y.
(2015). Organizational justice,

behavioral ethics, and corporate social
responsibility: Finally the three shall
merge. Management and Organization
Review, 11(1), 15-24.

Sarwar, H., Ishaq, M. 1., Amin, A., & Ahmed,
R. (2020). Ethical leadership, work
engagement, employees’ well-being, and
performance: a cross-cultural
comparison. Journal of = Sustainable

Tourism, 28(12), 2008-2026.

Seeman, M. (1967). ON THE PERSONAL
CONSEQUENCES OF
ALIENATION IN WORK. American
Sociological Review, 32, 273.
https://doi.org/10.2307/2091817

Seeman, M., Merkin, S., Karlamangla, A,
Koretz, B., Grzywacz, ]., Lachman, M.,
&  Seeman, T. (2020). On the
Biopsychosocial Costs of Alienated
Labor. Work, Employment and Society, 35,
891.913.
https://doi.org/10.1177/0950017020
952662

Swazan, L. S., & Youn, S.y. (2023). Frontline
resilience in the retail realm: the role of
moral disengagement in understanding
employee behavior in the post

pandemic uncertainties. Future Business
Journal, 9(1), 84.

Thanem, T., & Elraz, H. (2022). From stress to
resistance: Challenging the capitalist
underpinnings of mental unhealth in
work and organizations. International
Journal  of  Management  Reviews.
https://doi.org/10.1111/ijmr.12293

Vafeas, M., Little, E., & Vafeas, A. (2024).

Mitigating work alienation: what can we

learn from employee ownership! The
International Jowrnal of Human Resource

Management, 36, 1-31.
https://doi.org/10.1080/09585192.20
24.2439258

Versteegt, L., Van Dijke, M., Van Ruysseveldt,
J., & Van Den Bos, K. (2022). When
Employees Experience Low Levels of
Job Autonomy, Fair Procedures Buffer
Unfair Outcomes. Frontiers in Psychology,
13.
https://doi.org/10.3389/fpsyg.2022.7
84853

Wulf, 1. (2022). Help-Seeking and Help-
Outreach Intentions of Healthcare
Workers—The Role of Mental Health
Literacy and Stigma in the Workplace.

7.
https://doi.org/10.3389/feduc.2022.8
56458

Yusuf, M., Rendra, A., & Anggoro, K. (2025).
Organizational Justice Among
Multinational Company Employees:
How Empowering Leadership,

https://policyrj.com

| Hassan et al., 2026 |

Page 1002


https://portal.issn.org/resource/ISSN/3006-7030
https://portal.issn.org/resource/ISSN/3006-7022
ttps://doi.org/10.1080/00377317.2023.2249991
ttps://doi.org/10.1080/00377317.2023.2249991
ttps://doi.org/10.1016/j.paid.2019.04.047
ttps://doi.org/10.1016/j.paid.2019.04.047
ttps://doi.org/10.3390/su17041342
ttps://doi.org/10.1177/15579883241236223
ttps://doi.org/10.1177/15579883241236223
ttps://doi.org/10.2307/2091817
ttps://doi.org/10.1177/0950017020952662
ttps://doi.org/10.1177/0950017020952662
ttps://doi.org/10.1111/ijmr.12293
ttps://doi.org/10.1080/09585192.2024.2439258
ttps://doi.org/10.1080/09585192.2024.2439258
ttps://doi.org/10.3389/fpsyg.2022.784853
ttps://doi.org/10.3389/fpsyg.2022.784853
ttps://doi.org/10.3389/feduc.2022.856458
ttps://doi.org/10.3389/feduc.2022.856458

Policy Research Journal

ISSN (E): 3006-7030 ISSN (P) : 3006-7022 Volume 4, Issue 2, 2026
Employee Engagement and Employee https://doi.org/10.3389/fpsyg.2022.1
Retention Affect Employee Well-Being. 011497
East Asian Jowrnal of Multidisciplinary Zhang, Y., Liu, G., Zhang, L., Xu, S., & Cheung,
Research. M. (2020). Psychological Ownership: A
https://doi.org/10.55927/eajmr.v4i6.1 Meta-Analysis and Comparison of
88 Multiple Forms of Attachment in the

Zhang, Q., Wei, W., Li, N., & Cao, W. (2022). Workplace. Journal of management, 47,
The effects of psychological distance on 745-770.
spontaneous justice inferences: A https://doi.org/10.1177/0149206320
construal level theory perspective. 917195
Frontiers in Psychology, 13.

https://policyrj.com | Hassan et al., 2026 | Page 1003


https://portal.issn.org/resource/ISSN/3006-7030
https://portal.issn.org/resource/ISSN/3006-7022
ttps://doi.org/10.55927/eajmr.v4i6.188
ttps://doi.org/10.55927/eajmr.v4i6.188
ttps://doi.org/10.3389/fpsyg.2022.1011497
ttps://doi.org/10.3389/fpsyg.2022.1011497
https://doi.org/10.1177/0149206320917195
https://doi.org/10.1177/0149206320917195

