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Abstract 
The study was conducted with an aim to find out the effect of 

organizational justice on citizenship behavior in education faculties of 

the Punjab province (Pakistan). The sample of the study comprised of 

285 teacher-educators (lecturers, assistant professors, associate 

professors, professors) teaching at the Education Faculties of twelve 

recognized universities, eight in public and four in the private sector. 

The technique for selecting sample was stratified proportionate random 

sampling. The instruments of data collection were adapted for the study 

based on Organizational Justice Scale (OJS) by Neihoff and Moorman 

(1993), and Organizational Citizenship Behavior Scale (OCBS) by 

Podsakoff, MacKenzie, Moorman, and Fetter (1990). Two hundred 

thirty eight teacher-educators responded with a return rate of 83.5%. 

The results of the study showed that organizational justice on the whole 

and each of its dimension viz. distributive justice, procedural justice, 

and interactional justice, significantly and positively predicted 

teachers’ citizenship behavior. Further, no significant difference was 

found between public and private universities with regards to the effect 

of organizational justice on citizenship behavior. 
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I. Introduction 
 Justice is a vital driving force towards building a healthy organization. The 

perceptions of the employees with regard to justice or fairness in their organization can 

play an important role in their attitude and approach toward the organization, its 

members, and their own work behavior. Whether, it is the matter of assigning a task, a 

selection or promotion decision, or the distribution of rewards, questions of fairness will 

be raised. Employees’ perceptions of fairness in organizational settings, known as 

organizational justice, influence their outcome behaviors such as citizenship behavior; 

and consequently, the organization’s effectiveness. To this problem, researchers at global 

level produced a good number of studies, but mostly in behavioral and managerial 

sciences. The educational context was probably not considered as important as business 

and management sector was. As a result, research in this direction was generally ignored. 

Now since the education system and the education discipline are, in general, becoming 

more market oriented, and business paradigm is prevailing over education programs, 
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researchers have started shifting their research efforts towards school settings. However, 

despite this change in education endeavors, no work has so far been initiated toward the 

university teacher-education faculty, which is responsible for teacher development at 

school level. Considering the importance of the problem, it looked imperative to examine 

the problem in the area of university teacher-education where the future teachers are 

trained. The study was, therefore, aimed at finding out the effect of organizational justice 

on faculty’s citizenship behavior in public and private universities of Punjab, Pakistan. 

 

II. Literature Review 
 Organizational justice is a multi-dimensional construct. Although, the 

dimensionality aspect is still under debate, the studies mostly rely on 3-dimension 

typology (Folger & Cropanzano, 1998). These dimensions are distributive justice, 

procedural justice and interactional justice. According to Tyler and Bies (1990), fairness 

in the organization is not determined by formal policies (distributive justice) and 

organizational procedures (procedural justice) alone, but also by the accurate information 

and courteous relations (interactional justice). Citizenship behavior is defined “as 

individual behavior that is discretionary, not directly or explicitly recognized by the 

formal reward system, and that in the aggregate promotes the effective functioning of the 

organization. Such behavior [sic] is not an enforceable requirement of the role or the job 

description … [it is] rather a matter of personal choice” (Organ, 1988, p. 4). Organ 

(1988) made it clear that extra effort of the employee which does not require the official 

order is, in fact, organizational citizenship behavior. He proposed five aspects of 

organizational citizenship behavior i.e. altruism (helping other colleagues), courtesy 

(consultation before making decisions), sportsmanship (refraining to complain about 

trifle or trivial matters), conscientiousness (compliance with organizational norms), and 

civic virtue (involving in the organizational activities very enthusiastically). Literature 

shows that researchers have used different substitute terms/labels for organizational 

citizenship behavior (OCB) e.g. Citizenship (Bolino, 1999), Citizenship Behavior 

(Konovsky & Pugh, 1994; Moon, Mayer, & Takeuchi, 2008; Grant & Mayer, 2009), 

Extra-role Behavior (Van Dyne, Cumming, & Parks, 1995), Organizational Citizenship 

Performance (Tschannen-Moran, 2011), Organizational Spontaneity (Jones & George, 

1998), and Pro-social Organization Behavior (Brief & Motowidlo, 1986). However, the 

two most common terms used have been organizational citizenship behavior and 

citizenship behavior. 

  

 The review of research studies associating organizational justice with citizenship 

behavior is presented here. Moorman (1991) studied the relationship between 

organizational justice and organizational citizenship behavior in two management firms 

in the United States. The results of the study confirmed the relationship between 

organizational justice (procedural and interactional) and organizational citizenship 

behavior. The studies by Konovsky and Folger (1991); Moorman (1991); Moorman and 

Niehoff (1992), cited in Organ and Moorman (1993), further added that “procedural 

fairness has a direct influence on OCB, not mediated by either distributive fairness or 

satisfaction” (pp. 12-13). These findings reveal that in relation to the development of 

OCBs, procedural justice plays an important role. However, Tansky (1993) found no 

direct effect of organizational justice on organizational citizenship behavior. Niehoff and 

Moorman (1993) concluded that the “employee perceptions of both distributive and 

procedural justice influenced OCB. [That is] if employees perceive that outcomes of their 

evaluations to be fair or perceive the process by which outcome allocation decisions are 
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made to be fair, they will likely to reciprocate by performing behaviors to benefit their 

organization that go beyond the in-role performance of their job” (p. 533). In this 

direction, Organ and Moorman (1993) in their study, “Fairness and Organizational 

Citizenship Behavior: What are the connections” reviewed some related research papers. 

They noticed that there is ample evidence “in support of the importance of fairness ---- in 

both distributive and procedural terms ---- in accounting for OCB” (p. 9). They 

concluded that “fairness conceptions do seem to account for the previous findings 

regarding job satisfaction and OCB” (p. 9). Isbasi (2000, cited in Ince & Gul, 2011), also 

asserted that the factor stimulating the OCB is employees’ justice perception. He 

concluded that in case the fairness perception of the employee is positive, there are more 

chances that his/her organizational loyalty will increase his/her job performance and 

citizenship behavior. In a meta-analysis, Colquitt, Conlon, Wesson, Porter, and Ng 

(2001), reviewed 183 empirical studies on organizational justice. The results indicated an 

overall relationship among all types of organizational justice and “several organizational 

outcomes e.g., job satisfaction, organizational commitment, evaluation of authority, 

organizational citizenship behavior, withdrawal, and performance” (p. 425). In Malaysian 

higher educational set-up, Ahmad (2006) found that distributive justice and procedural 

justice had a positive effect on citizenship behavior of teachers. Abu-Elanain (2010) 

found that negative feelings of the employees about distributive justice and procedural 

justice caused to low performance, low loyalty, and low citizenship behavior. In the 

context of Turkish public institutions, Ince and Gul (2011) studied the effect of 

employees’ perceptions of organizational justice on organizational citizenship behavior in 

three directorates:  Education; land and registry; and governorship services. They found a 

positive relationship between distributive justice and organizational citizenship behavior.  

 

 With reference to the problem of causal relationship between organizational 

justice, and organizational citizenship behavior by examining the “mediating role of 

perceived organizational support”, Noruzy, Shatery, Rezazadeh, and Hatami-Shirkouhi 

(2011) collected data from 177 educational experts working in education departments in 

Tehran (Iran). They found that “organizational justice indirectly influenced 

organizational citizenship behavior” (p. 842). Tatlah, Saeed, and Iqbal (2011) conducted 

a survey in Punjab (Pakistan), and collected data from teachers and heads [N=300] of 60 

secondary schools. It was found that “organizational behavior and procedural 

interactional justice are significantly correlated with each other” (p. 14). Heidari, 

Rajaeepoor, Davoodi, and Bozorgzadeh (2012), in an Iranian study of school teachers, 

found that there was significant relationship between organizational justice (distributive, 

procedural, and interactional) and organizational citizenship behavior. The study further 

showed that procedural justice was found to be the best predictor of OCB. Iqbal, Aziz, 

and Tasawar (2012) examined the “impact of organizational justice on organizational 

citizenship behavior” of lecturers and professors [N=200] in the University of the Punjab, 

Lahore. It was found that the procedural justice had positive and strong influence on 

OCB, whereas distributive justice had weak influence in depicting the employee extra 

behavior among academic staff (p. 1348). In another study, Danish, Munir, Ishaq, and 

Arshad (2014) investigated the role of organizational learning, climate and justice on 

teacher’s extra- role performance [OCB] in both the public sector and private sector 

universities in Pakistan. Data were collected from permanent and part time faculty 

members [N=150]. It was found that organizational justice is “significantly and positively 

related with the extra-role behavior [OCB] of the faculty members of higher education 
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institutions” (p. 9). These studies, in general, confirm the relationship between 

organizational justice and organizational citizenship behavior.  

  

III. Methodology 
The paradigm of the study was quantitative in nature. The data were collected 

through survey instruments, and then assessed using descriptive, correlation and 

regression analyses. The population of the study comprised of teacher-educators 

(lecturers, assistant professors, associate professors, professors) working in teacher-

education faculties/institutes/departments (offering at least masters degree program in 

Education) in twelve recognized universities in the Punjab province (N=380). Out of 

twelve recognized universities, eight were in the public sector, while four in the private 

sector (Public N=344; Private N=36). The rationale for selecting teacher-educators of 

universities in the Punjab province was: (i) a greater number of universities in Punjab; (ii) 

a greater number of universities (more than half), having teacher-education faculties/ 

departments; and (iii) consideration for time and cost of getting data from other 

provinces. 

 

A. Sample of the Study 

The technique for selecting the sample of the study was Stratified Proportionate 

Random Sampling. It ensured the presence of key subgroups within the sample; 

representation of small subgroup/s in the population (in the present study, the teacher-

educators of private sector universities); and higher statistical precision, as variability in  

subgroups is lower as compared to when a sample is taken from the entire population as 

whole. The entire target population was divided into two strata/subgroups i.e. Public and 

Private. Seventy-five percent (75%) proportionate samples (the same proportion/fraction 

for each stratum, irrespective of the size of stratum in the total population) were 

randomly taken from each stratum. In this way, “subgroups in the population are 

represented in the sample in the same proportion that they exist in the population” (Gay, 

2000, pp. 116-117). The sample of the study, thus, comprised of 285 teacher-educators 

(Public n=258; Private n=27). 

 

B. Instruments of the Study 

Based on the review of related literature, two instruments of data collection (for 

each variable of the study), comprising of self-report questions were adapted in the 

context of teacher-education faculties in universities in Pakistan. For each item of these 

instruments, the participants of the study responded to a 6-point Likert type scale ranging 

from 1 (strongly disagree) to 6 (strongly agree). The Likert scale was a right method for 

the respondents to express easily a broader array of opinion/perception. Table 1 shows 

the variables, original scales, their dimensions, and the total number of items included in 

each scale. 
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Table 1:  Variables of the Study, Original Scale and its Dimensions, and Number of 

Items in the Adapted Scale 

Variables of 
the Study 

Original Scale Scale Dimensions 
Items in the  

Modified Scale 

Organizational  
Justice 

(Independent) 

20-item Organizational 
Justice Scale (OJS) by 

Niehoff and Moorman (1993) 

Distributive Justice 
Procedural Justice 
Interactional justice 

23 
 

Organizational 
Citizenship 
Behavior 

(Dependent) 

20-item Organizational 
Citizenship Behavior Scale 

(OCBS) by Podsakoff, 
MacKenzie, Moorman, and 

Fetter (1990) 

Altruism 
Courtesy 

Consciousness 
Civic Virtue 

Sportsmanship 

24 
 

 

Organizational Justice Scale (OJS) 

Organizational justice was the independent variable of the study. Based on the 

review of literature/measures, Niehoff and Moorman’s (1993) scale was adapted for this 

particular study. The scale measures organizational justice across its three dimensions, 

i.e. distributive justice; procedural justice; and interactional justice. The reliability of the 

scale is well established and has been in use for the last two decades. The Cronbach alpha 

coefficient of the reliability of this scale is .95. 

 

Organizational Citizenship Behavior Scale (OCBS) 

Organizational Citizenship Behavior was the dependent variable of the study. 

Based on the review of literature/ measures, Podsakoff and MacKenzie’s (1990) scale 

was adapted. The scale measures citizenship behavior across its five dimensions, i.e. 

altruism; courtesy; sportsmanship; conscientiousness; and civic virtue. The Cronbach 

alpha coefficient of reliability of the scale is .92. 

 

Adapting/modifying the Instruments 

Both instruments were modified according to the context of teacher-education in 

Pakistan’s university environment. Although, the original instruments were standardized, 

valid, and reliable, yet it was important to find out the validity and reliability of the 

modified instruments in Pakistan’s university setup in teacher-education faculties. For 

this purpose, under the guidance of a panel of experts, the draft instruments were 

modified with reference to the language, clarity of items, professional authenticity, and 

university context. The panel of experts consisted of six university professors having 

specialization in educational administration, organizational behavior, and educational 

research. 

 

In case of Organizational Justice Scale (OJS), three new items were added, 

considering the university setting: (i) Item # 6 (Distributive Justice: “I feel that my 

representation in the departmental committees is fair”); (ii) Item # 13 (Procedural Justice: 

“The Head follows strict procedures in recommending teachers for participation in the 

national/international conferences in an unbiased manner”); and (iii) Item # 14 

(Procedural Justice: “The Head follows strict procedures in permitting teachers to pursue 

for higher studies (local/abroad)”. With the addition of three new items, the total number 

of items in the modified OJS became 23 as against 20 items in the original scale. On the 

whole the alpha coefficient of modified OJS was .940. 
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 In case of Organizational Citizenship Behavior Scale (OCBS), two items were 

removed i.e. (i) “Never takes long lunches or breaks”; and (ii) “Constantly talk about 

wanting to quit his/her job”; while six new items/statements were added: (i) Item # 4 

(Conscientiousness: “I believe in continuous learning as a teacher”); (ii) Item # 5 

(Sportsmanship: “I believe in working hard for an honest earning”); (iii) Item # 10 

(Sportsmanship: “I do not need reminders/warnings about my job responsibilities”); (iv) 

Item # 12 (Civic Virtue: “I attend workshops/seminars that are not compulsory, but help 

in improving the department’s image”); (v) Item # 16 (Courtesy: “I am mindful of how 

my behavior affects other people’s jobs”); and (vi) Item # 24 (Altruism: “I am always 

ready to lend a helping hand to those around me”). With the addition of four new items, 

the total number of modified items of OCBS became 24 as against 20 in the original 

scale. On the whole the alpha coefficient of OCBS was .942. 

 

C. Data Collection  

Prior to administering the instruments at macro level, a pilot study was 

conducted. The respondents (n = 42; not part of the sample of the study) were university 

teachers in the faculties of education. After finalizing the instruments, the survey on a 

large scale was conducted. The researcher obtained 238 completed questionnaires (with a 

response rate of 83.5%).  

 

IV. Results 
         The data collected were tabulated and analyzed using the statistical software 

package SPSS. In order to study the effect of Organizational Justice on Citizenship 

Behavior, following null hypotheses were formulated (significance level set at α = 0.05): 

 

A.  H01. There is no significant effect of distributive justice on citizenship behavior 

 In order to test this hypothesis, regression analysis was applied. The Model 

Summary (Table 2) shows how much of the variance in the dependent variable 

(Citizenship Behavior) is explained by the model. 

 

Table 2: Model Summary
 
(N = 238) 

Model R R Square Adjusted R Square Std. Error F Sig. 

1 .243 .059 .055 13.839 14.786 .000 
Notes. Predictors: (Constant), Distributive_Total; Dependent Variable: OCBS_Total 

 

 The linear regression analysis reveals that Distributive Justice significantly and 

positively predicts the outcome variable Citizenship Behavior i.e. Adjusted R Square = 

.055, F (1, 236) = 14.786, p < .0005 (Sig. = .000). In other words, there is evidence to 

conclude that higher levels of perceived Distributive Justice lead to higher predictions of 

Citizenship Behavior. The model reaches statistical significance at α = 0.05, thus 

rejecting the null hypothesis that ‘there is no significant effect of distributive justice on 

citizenship behavior’. 

 

B. H02.  There is no significant effect of procedural justice on citizenship behavior 

 In order to test this hypothesis, regression analysis was applied. The Model 

Summary (Table 3) shows how much of the variance in the dependent variable 

(Citizenship Behavior) is explained by the model. 
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Table 3: Model Summary
 
(N = 238) 

Model R R Square Adjusted R Square Std. Error F Sig. 

1 .268 .072 .068 13.744 18.167 .000 
Notes. Predictors: (Constant), Procedural_Total; Dependent Variable: OCBS_Total 

 

 The linear regression analysis reveals that Procedural Justice significantly and 

positively predicts the outcome variable Citizenship Behavior i.e. Adjusted R Square = 

.068, F (1, 235) = 18.167, p < .0005 (Sig. = .000). In other words, there is evidence to 

conclude that higher levels of perceived Procedural Justice lead to higher predictions of 

Citizenship Behavior. The model reaches statistical significance at α = 0.05, thus 

rejecting the null hypothesis that ‘there is no significant effect of procedural justice on 

citizenship behavior’. 

 

C. H03.  There is no significant effect of interactional justice on citizenship behavior 

 In order to test this hypothesis, regression analysis was applied. The Model 

Summary (Table 4) shows how much of the variance in the dependent variable 

(Citizenship Behavior) is explained by the model. 

 

Table 4: Model Summary
 
(N = 238) 

Model R R Square Adjusted R Square Std. Error F Sig. 

1 .270 .073 .069 13.734 18.542 .000 
Notes. Predictors: (Constant), Interactional_Total; Dependent Variable: OCBS_Total 

 

 The linear regression analysis reveals that Interactional Justice significantly and 

positively predicts the outcome variable Citizenship Behavior i.e. Adjusted R Square = 

.069, F (1, 235) = 18.542, p < .0005 (Sig. = .000). In other words, there is evidence to 

conclude that higher levels of perceived Interactional Justice lead to higher predictions of 

Citizenship Behavior. The model reaches statistical significance at α = 0.05, thus 

rejecting the null hypothesis that ‘there is no significant effect of interactional justice on 

citizenship behavior’. 

 

D. H04. There is no significant effect of organizational justice on citizenship 

behavior 

 In order to test this hypothesis, regression analysis was applied. The Model 

Summary (Table 5) shows how much of the variance in the dependent variable 

(Citizenship Behavior) is explained by the model. 

 

Table 5: Model Summary
 
(N = 238) 

Model R R Square Adjusted R Square Std. Error F Sig. 

1 .317 .100 .096 13.531 26.307 .000 
Notes. Predictors: (Constant), OJS_Total; Dependent Variable: OCBS_Total 

 

 The linear regression analysis reveals that Organizational Justice significantly and 

positively predicts the outcome variable Citizenship Behavior i.e. Adjusted R Square = 

.096, F (1, 236) = 26.307, p < .0005 (Sig. = .000). In other words, there is evidence to 

conclude that higher levels of perceived Organizational Justice lead to higher predictions 

of Citizenship Behavior. The model reaches statistical significance at α = 0.05, thus 

rejecting the null hypothesis that ‘there is no significant effect of organizational justice 

on citizenship behavior’. 
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E. H05. There is no significant difference between public-private universities with 

reference to the effect of organizational justice on citizenship behavior 

 In order to test this hypothesis, the statistical formula was proposed by Paternoster, 

Brame, Mazerolle, and Piquero (1998), based on the work of Clogg, Petkova, and Haritou 

(1995). The calculated Z value (-0.422) shows that, with regards to the effect of 

organizational justice on citizenship behavior, the difference between public universities 

(b1 = 0.199, s.e. = 0.044) and private universities (b2 = 0.269, s.e. = 0.160), is not 

statistically significant; thus retaining the null hypothesis that ‘there is no significant 

difference between public-private universities with reference to the effect of 

organizational justice on citizenship behavior’. 

 

V. Conclusions and Discussion 
 The results of the present study show that organizational justice with all its 

dimensions (distributive justice, procedural justice, and interactional justice) has 

significant positive contribution in generating citizenship behavior among teachers. This 

indicates that higher levels of perceived organizational justice, with all its dimensions, 

lead to higher predictions of citizenship behavior. The findings endorse the earlier study 

by Moorman (1991) who examined the relationship in US management firms, confirmed 

the relationship between organizational justice and citizenship behavior. Likewise, the 

present study has support of earlier research by Heidari et al. (2010) who found a 

significant positive relationship between organizational justice and organizational 

citizenship behavior among school teachers in Iran. In the similar direction, the present 

study is consistent with the most recent research of Danish et al. (2014) that confirmed 

the significant and positive correlation between organizational justice and extra-role 

behavior (OCB) among the university teachers in Pakistan. Studies, on the whole, show 

that organizational justice, taking collectively all its three dimensions viz. distributive 

justice, procedural justice and interactional justice, has positive significant relationship 

with citizenship behavior. The existing research in this area suggests that when members 

of the staff perceive they are fairly treated, they show citizenship behavior in diversified 

organizational contexts. The findings of the current study can be justified, as in university 

settings; teachers are, in general, more sensitive to the overall role of their heads with 

reference to organizational justice. In such situation, the sensitivity and commitment of 

the university teachers lead to citizenship behavior. The major implication of the study is 

the crucial role of fairness in educational settings towards making teachers realize that 

they are not merely routine employees at a workplace but rather good citizens of an 

organization; thus leading to an effective organizational work environment.  
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