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ABSTRACT: This study aims to assess the relationship between organizational justice and organizational
citizenship behaviors (OCBs) via the lens of employee perspectives. This study uses a quantitative research
approach and employs a set of questionnaires as a data collection tool. Its sampling frame contains 300
participants with various job responsibilities and positions who work in Kathmandu Valley's 15 manufacturing
sectors spread over three industrial estates. A judgmental and convenient sample technique was utilized to get
responses from these participants. Only 197 (65.67 percent) of the 300 questionnaires distributed were
completed and used for data analysis. The findings show a positive association between organizational justice
aspects and OCBs among employees in Nepalese manufacturing industries. Hence, organizations that want to
promote distributive, procedural, and interactional justice might expect to see a favorable influence on
employees' OCBs, leading to a more positive workplace atmosphere and improved overall performance.
Management and supervisors in the workplace should recognize the relevance of organizational justice and
apply it regularly to enhance and increase their extra-role behaviors.
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l. INTRODUCTION

In today's competitive market, the primary goal of a business organization is to produce and utilize the
benefits resulting from reliance on internal resources, particularly human resources. The same holds for
manufacturing industries. Today's industries spend a lot of money yearly on publicity, human resource
development programs, and improving productivity and service excellence. Achieving these objectives and
organizational goals depends on employee performance and the extent of working together with colleagues,
managers, and customers, which is called organizational citizenship behaviors. It appears that an industry that
eliminates its employees' organizational citizenship behaviors may face a steady decrease in share and market
value, which can impact employee performance and threaten organizational survival. As a result, many scholars
have focused their attention on several invisible behaviors, such as organizational citizenship behaviors (OCBs),
due to their beneficial function in organizational operations throughout the last few decades (Tefera &
Hunsaker, 2020; Farahbod et al., 2012).

OCBs cover discretionary and useful extra-role behaviors of an organization's members, which
considerably contribute to a variety of desired work outcomes and the effective operation of an organization
(Rahman & Karim, 2022; Yaakobi & Weisberg, 2020; Thompson et al., 2020). Such behaviors contribute to the
organization's effective operation despite not being required or contractually compensated (Skarlicki & Latham,
1997; Bhupatkar, 2003). Examples of OCBs that aid in coping with various organizational uncertainties include
assisting newcomers to the organization, not abusing co-workers' rights, not taking extra breaks, attending
elective company meetings, and enduring minor impositions that occur when working with others (Shrestha,
2019; Kidwell et al., 1997). Volunteering to help others with job-related issues is an important component of
OCB. Some OCB acts include aiding a colleague or supervisor with relocation, working extra hours, and sharing
your peers' work. These techniques are also beneficial to the organization's culture.

Evidence shows that organizational justice is critical in developing OCB among employees (Hermanto
& Srimulyani, 2022; Winarsih & Riyanto, 2020; Rahman & Karim, 2022; Demirel et al., 2018). Understanding
and resolving employees' perceptions of justice allows firms to build a more engaged and proactive staff,
ultimately contributing to overall organizational success. Therefore, this study aims to assess the relationship
between organizational justice and OCBs via the lens of employee perspectives in the context of the
manufacturing industries of Nepal.
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1. LITERATURE REVIEW
Concept and Aspects of Organizational Justice

Organizational justice refers to employees' perceptions of fair treatment in terms of personal and
organizational outcomes (Moorman, 1991). It is an employee's view of how fairly an organization has treated
them (Greenberg & Colquitt, 2006; Campbell et al., 1996). It is the extent to which fair rules and processes exist
and are followed in an organization, as well as the extent to which individuals regard their leaders to be fair and
truthful, with logic or rationale for their actions (Choi, 2008; Shrestha, 2013).

According to Cropanzano et al. (2001), organizational justice involves a virtue that allows for mutual
consideration while also involving interactions with others and consequences that affect others' physical,
psychological, and social well-being. It comprises social norms and emergent rules for making decisions and
delivering outcomes to employees such as tasks, goods, services, incentives, punishments, salary, organizational
positions, advantages, or responsibilities (Wiili-Peltola et al., 2007; Folger & Cropanzano, 1998). Employees
will be inclined to accept organizational rules and choices if they follow fair procedures. It is not only necessary
to be handled with dignity and respect, but also to be informed about these procedures (Greenberg, 1990). The
manner in which organizational action is taken and carried out is equally important as the actual consequences
(Tyler & Bies, 1990).

Prior studies on organizational justice (Robbins & Judge, 2016; Folger & Cropanzano, 1998;
Cropanzano et al., 2001; Bies & Moag, 1986; Masterson et al., 2000; Leventhal, 1980) have frequently
separated the concept into at least three aspects: distributive justice, procedural justice, and interactional justice.

Employee concerns about the fairness of managerial decisions on the distribution of outcomes such as
pay and promotions are referred to as distributive justice. This justice is concerned with the fairness of decision-
making procedures. It is an individual's judgment of whether the gains they have made are allocated fairly.
Employees make judgments about justice distribution by comparing their results to prior ones or to those of
others (Tyler, 1994). Thus, distributive justice ultimately addresses the degree of perceived fairness in the
distribution and allocation of outcomes when a company refers to employee input (Mariam, 2011). Procedural
justice refers to the perceived fairness of the decision-making procedures. The term justice relates to the fairness
of decision-making (Yang et al., 2013). This fairness concerns the procedures, mechanisms, and processes used
to determine outcomes (Folger & Cropanzano, 1998). Employees are particularly concerned with the fairness of
not just their individual outcomes, but also the fairness of decision-making and implementation processes in
outcome distribution. Procedural justice has been seen as the most appropriate framework for expressing how
employees form judgments about the fairness of organizational processes. Interactional justice refers to the
human component of organizational activities, i.e. how management (or those in charge of rewards and
resources) treats the beneficiary of justice (Masterson et al., 2000). It is related to the strength of interpersonal
interactions inside businesses (Folger & Cropanzano, 1998). People identify attitudes as markers of justice
inside an organization; therefore how decision-makers treat those affected by decisions is critical in interactional
justice. It refers to how authorities treat their subordinates and how these subordinates react to these impressions
(Cohen-Charash & Spector, 2001). Employees are sensitive to communications regarding procedure
implementation and decision explanations (Aydin & Karaman-Kepenekci, 2008). Therefore, managers must
examine this aspect in order to improve feelings of interactional justice in an organization.

Concept and Aspects of Organizational Citizenship Behavior

OCBs are work-related actions that go beyond the requirements of formal job descriptions (Organ,
1988). Employees who exhibit such actions are referred to be good warriors, acting selflessly on behalf of their
organizations (Organ & Ryan, 1995). Citizenship actions improve the organization's performance and efficiency
in achieving its goals. It is thus viewed as the result of devoted and identified employees (van Knippenberg &
van Schie, 2000). Employee attitudes like as contentment, dedication, and perceived fairness are strong
predictors of OCB (Organ & Ryan, 1995), with direct implications for peers and indirect consequences for
organizational performance (Williams & Anderson, 1991).

Much emphasis was placed on two main aspects of OCB: (1) altruism, which refers to kinds of OCB
that help individual people, such as immediate team members, and (2) compliance, which refers to more
impersonal contributions to the company as a whole (Organ & Ryan, 1995; Blancero et al., 1996). Some studies
(Organ, 1988; Podsakoff et al., 1997) offered a five-aspect model of OCB: 1) conscientiousness, 2) altruism, 3)
civic virtue, 4) sportsmanship, and 5) courtesy. Van Dyne et al. (1994) incorporated all positive community-
relevant conduct, such as obedience, loyalty, and various forms of engagement, under the civic citizenship idea.
Link between Organizational Justice and OCB and Hypotheses Development

Studies show that employees perceive a culture of distributive justice, and they are more inclined to
reciprocate their OCB (Moorman & Blakely, 2006). Such justice in organizations has been described as a key
component influencing employees' actions and reactions within businesses (Masterson et al., 2000). When an
employee's trust is breached by perceived injustice in connections with organizations, the open-ended social
exchange nature of the relationship transitions to an explicit, particularly economic exchange nature with
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services delivered (Kyendibaiza 2009). Prior studies (e.g., Brief & Motowidlo, 1986; Smith et al., 1983) show
that altruism, conscientiousness, and civility are examples of OCBs, which can be influenced by the perceived
fairness of an event (e.g., punishment). Organ (1990) suggested that OCBs are primarily motivated by views of
fairness. He proposed that people in companies begin with a social exchange connection, which lasts until
unfairness is demonstrated. The relationship is currently viewed as economic rather than social. Prior research
reported that procedural justice influences contentment with a system, whereas distributive justice influences
satisfaction with outcomes (Fryxell & Gordon, 1989; Lind & Tyler 1988). Ball et al. (1994) and Moorman
(1991) believe that OCBs have a greater association with procedural fairness than distributive justice. Farh et al.
(1997) reported that OCBs are linked to procedural justice. Masterson et al. (2000) concluded that interactional
justice (both interpersonal and informational) would be a better predictor of OCBs. In light of these
explanations, a favorable association between perceived organizational fairness and OCB is expected. The
following hypotheses have been proposed in this study:

H1: There is a significant and positive association between distributive justice and employee OBCs.
H2:  There is a significant and positive association between procedural justice and employee OBCs.
H3:  There is a significant and positive association between interactional justice and employee OBCs.

1. RESEARCH METHODS
This study uses a quantitative research approach and employs a set of questionnaires as a data
collection tool. Its sampling frame contains 300 participants with various job responsibilities and positions who
work in Kathmandu Valley's 15 manufacturing sectors spread over three industrial estates (Balaju, Patan, and
Bhaktapur). A judgmental and convenient sample technique was utilized to get responses from these
participants. Only 197 (65.67 percent) of the 300 questionnaires distributed were completed and used for data
analysis. Table 1 presents the demographic characteristics of the participants.
Table 1: Demographic Characteristics of the Participants

Gender N % Age N %
Female 69 35 18 - 24 years 29 14.7
Male 128 65 25 -35 years 84 42.6
Other 0 0 36 - 45 years 84 42.6
Job Position Nature of Industry
Technician 15 7.61 | Foods, Biscuits and Confectionary 22 11.2
Operator 21 10.7 | Noodles 31 15.7
Supervisor 17 8.63 | Dairy 16 8.12
Engineer 6 3.05 | Beverage 24 12.2
Head of Production 12 6.09 | Plastic 10 5.08
Helper 22 11.2 | Printing and Packaging 22 11.2
Security Guard 27 13.7 | Engineering and Workshops 23 11.7
Accountant 12 6.09 | Colour and Chemicals 8 4.06
Line Manager 12 6.09 | Metals, Handicrafts and Ceramics 10 5.08
Factory Staff 15 7.61 | Clothing and Textiles 7 3.55
Office Staff 23 11.7 | Mineral Water 14 7.11
Store Keeper 15 7.61 | Poultry Farm and Pallets 10 5.08

Tang and Sarsfield-Baldwin's (1996) measures of distributive justice (5 items), Colquitt's (2001)
procedural justice (3 items), and interactional justice (6 items) were used to assess organizational justice.
Besides, the Cronbach's alpha coefficients for them are 0.91, 0.87, and 0.92, respectively. To assess OBCs,
Bettencourt and Brown's (1997) 8-item scale was employed, with minimal modifications for the Nepalese
environment. Its Cronbach's alpha coefficient is 0.87. All of these items were evaluated using a five-point Likert
scale. Furthermore, the Pearson correlation model was employed to test the hypotheses.

V. RESULTS AND FINDINGS
Descriptive statistics and Pearson Correlation Results
Table 2 presents the means, standard deviations, and Pearson correlation results.
Table 2: Means, Standard Deviations and Pearson Correlation Results

Variables Mean SD DJ PJ 1J OCBs
Distributive Justice (DJ) 3.62 0.11 1
Procedural Justice (PJ) 3.48 0.52 0.39* 1
Interactional Justice (1J) 3.79 0.71 0.43* 0.37* 1
OCBs 4.09 0.63 0.61** 0.67** 0.71** 1
Note: Correlation is significant at *p<0.05, **p<0.01 (2-talied).
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The results indicate that respondents consider the distribution of rewards and resources in their
organization to be slightly above average. This shows that respondents have a relatively positive impression of
distributive fairness. Similarly, the results also suggest that respondents' regard the procedural dimensions of
fairness in their organization to be slightly lower than distributive justice but still above the midpoint of the
scale. This implies a generally good but somewhat lower view of fairness in procedures when compared to
distributive justice. The results also indicate that respondents believe interpersonal relationships inside their
business are fair and courteous. This implies that respondents believe they are treated with dignity and respect
by their supervisors and colleagues. The results also suggest that respondents are highly engaged with OCBs.
This indicates that individuals are willing to go above and beyond their formal job tasks to assist their
organization and co-workers.

The results also demonstrate that distributive justice, procedural justice and interactional justice are all
significantly associated with OCBs. Hence, the results support all three hypotheses. This strong positive
association suggests that higher perceptions of distributive justice, procedural justice and interactional justice
are associated with higher levels of OCBs.

V. DISCUSSION AND CONCLUSION

This study emphasizes the necessity of workplace justice. The study expected that OCB would have a
favorable association with all three types of justice. The findings show a positive association between
organizational justice aspects and OCBs among employees (Rahman & Karim, 2022; Winarsih & Riyanto,
2020). Organizational justice is concerned with concerns of fairness in organizations that are significant to
management and employees (Hermanto & Srimulyani, 2022). Employees frequently do equality evaluations
with other employees to see whether employees receive enough pay for their contributions to the firm (Gan &
Yusof, 2018; Rauf & Hansiya, 2014; Chien, 2013). Justice is one of the most essential factors influencing
employee behavior, including OCBs. Several empirical studies have found that organizational justice has a
favourable effect on OCBs (Cohen-Charash et al., 2001). The findings of this study support (Varihanna &
Nizam, 2020). They suggest that the impression of organizational justice can foster the establishment of work
behavior in employees.

The results indicate that employees who see fairness in distribution, procedures, and interactions are
more likely to engage in behaviour’s that go beyond their formal job duties, which can benefit the firm. To
improve OCBs, management should concentrate on improving all three types of justice. Ensuring fair resource
and reward distribution (DJ), clear and fair processes (PJ), and courteous and fair interpersonal treatment (1J)
can all contribute to a more cooperative and engaged workforce. Therefore, organizations that want to promote
distributive, procedural, and interactional justice might expect to see a favourable influence on employees'
OCBs, leading to a more positive workplace atmosphere and improved overall performance. Management and
supervisors in the workplace should recognize the relevance of organizational justice and apply it regularly to
enhance and increase their extra-role behaviour’s.

VI. RESEARCH LIMITATIONS
All participants were employees from specific manufacturing industries, which may be connected with
certain distinguishing qualities. As a result, the findings may not apply to other samples from various industries.
A larger sample from various industries would make it easier to generalize the results.
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