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Keywords: Job  Satisfaction, The current investigation emphasizes the association among views of justice
(across all three dimensions) and organizational citizenship behavior, as
well as any potential mediating impact of job satisfaction and knowledge
sharing. This investigation looks at the three aspects of justice perceptions.
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Distributive Justice, Procedural

Justice Knowledge Sharing, Job Data were obtained from 304 workers in Karachi's service industry utilizing
Satisfaction, Interactional cross-sectional surveys and quantitative techniques. Smart Pls 3 was
Justice Organizational appli.ed f(_Jr examining the data, gnd .the resuIFg indigated tha}t th_e

' relationship between the sense of justice and citizenship behavior is
Citizenship Behavior mediated by job satisfaction, but that knowledge sharing does not mediate
Article History within them. The research demonstrates that OJ and OCB have a
Date of Submission: substantial and favorable association and that OCB is profoundly affected
27-02-2023 by each justice in organizations and job satisfaction. On the other hand, the
Date of Acceptance: examination has constraints mainly because it only explores the impact of
31-03-2023 two mediators on OCB and three organizational justice dimensions. Data
Date of Publication: collection relied on convenience sampling of workers from service-
31-03-2023 providing firms in Karachi, and the study did not consider the longitudinal
DOI No: 10.56976/rjsi.v5i1.60 effect due to time constraints. Future research can delve deeper into the

relationship between these variables by incorporating demographic factors
in testing models, examining multiple contributing factors to job
satisfaction, and including additional variables in the analysis for a
comprehensive understanding of OCB, particularly in the manufacturing
industry. Conducting the study in different cities and regions in Pakistan
can also broaden the view of the population's perceptions of justice and
OCB. This study addresses the pressing need to address issues such as
organizational justice and how they can be tackled within the vicinity of
work.
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Introduction

Throughout the last several decades, there has been a substantial increase in the
significance of how firms treat their workers. Opinions of employees pertaining to ethics in
their company which has treated them are crucial to organizational justice. It is made up of
three parts: distributive justice, which describes a person's position in relation to others;
procedural justice, which refers to the methods used to reach a decision; and interactive justice,
which defines how individuals are treated as a consequence of the laws that are put in place
(Ahmed and Faeq, 2020). Some researchers have lately expressed concerns about
organizational justice (Akram et al, 2020). Previously, the fields of organizational behavior and
organizational theory recognized justice in organizations as a major philosophy and
organizational practice in the contemporary management of organizations (Chen et al., 2015).
Because of the tireless efforts undertaken to both pursue and maintain equitable treatment for
employees, organizational justice is essential to organizational structure (Karkoulian et al.,
2016). several research was undertaken to study the link between worker productivity and
organizational fairness (Anwar, 2016).

In the current scenario, every employee faces the problem of feeling unjust in terms of
their salaries, increments, promotions, and provision of other facilities. This demotivation
through unjust behavior by the organizations would pass to other employees through negative
word of mouth, and that's why just one employee could reduce the feeling of ownership among
other employees. Eventually, organizational control, employee performance, and turnover
would increase. We've created research goals that concentrate on looking at the manner in
which OCB and organizational justice interact to address (OCB). In addition, we want to find
out how to work satisfaction and information sharing affect the affiliation among the variables.

According to a separate research study, there was a strong correlation between
organizational citizenship behavior (OCB), and three types of justice - procedural, distributive,
and informational, with regards to how they relate to citizenship behavior in physicians. The
study found that distributional justice was the most significant predictor of OCB, surpassing
both interpersonal and informational justice (Dhawan, 2021). According to a study,
distributive and procedural fairness are strongly correlated with satisfaction with work, which
is linked to effective employee outcomes (Mashi, 2018). The fairness of workplace interactions
and communication, also known as interactional justice, has been demonstrated in research by
(Dang & Pham, 2020; Mashi, 2018) to have a large influence on job satisfaction.

Knowledge is widely recognized as a key instrument for achieving a competitive
advantage in ever-changing situations (Charterina et al., 2017) Knowledge sharing (KS) allows
businesses to successfully manage knowledge while also encouraging people to work more
productively and efficiently towards their objectives (Le & Lei, 2017, 2018) The link between
organizational performance and organizational justice is mediated by organizational trust and
Knowledge-sharing behavior (Pagaci, Yasemin, 2019) research. Knowledge sharing enhances
workers' creative behavior, and it also partly mediates the relationship between organizational
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justice and innovative behavior,(K. & Ranjit, 2021a). Another study investigated the link
between variable inventive behavior and organizational fairness, with information sharing
serving as a mediator. Hence, current study use knowledge sharing for the relationship of kind
of justice with OCB.

From the best of researcher knowledge, no previous research has examined the
relationships of kinds of justice, job satisfaction, knowledge-sharing, and OCB in a single
model especially in Pakistani context. No previous research has examined double mediation
effect of job satisfaction, knowledge-sharing in relationship of kinds of justice with OCB. The
main objective of current study is to check the mediating effect of job satisfaction, knowledge-
sharing in relationship of kinds of justice with OCB.

Literature review
Distributive Justice and Organizational Citizenship Behavior

Employee volunteer efforts that are outside the scope of their formal job duties but are
beneficial to the organization as a whole are referred to as OCB. A balanced allocation of
resources, positive characteristics, as well as opportunities within the context of an organization
is referred to as distributive justice. According to research, an individual OCB can benefit by
feeling that resources are distributed fairly. Employees who believe that resources are
distributed fairly are more likely to participate in OCB because they feel encouraged to give
back to the company beyond what is required of them in their regular roles. In contrast, a sense
of unfairness might lower OCB since workers may feel their efforts are not valued or
appreciated. Two aspects of distributive justice, according to Organ (1990), may discourage
people from acting in organizational citizenship ways (OCB). One is that they are not
adequately compensated for their contributions, which can cause them to lose motivation and
become dissatisfied.

According to one study, organizational citizenship conduct is positively correlated with
distributive justice (Donglong et al., 2020). According to one study, employing fair
performance management practices both in terms of resource allocation and interaction reduces
burnout and encourages a partial mediation impact to encourage organizational citizenship
behaviors. (Bauwens et al., 2019). Some researchers contend that the connection between
distributive justice and OCB may be influenced by the cultural setting (Ismail et al., 2018).
Another study was done on variable distributive justice, OCB, and perceived organizational
support which looked at how organizational citizenship behavior was affected by distributive
fairness and perceived organizational support. According to the study, Organizational
citizenship behavior is significantly and favorably influenced by distributive fairness and
perceived organizational support. (Sarianti & Armida, 2020). Another research has been done
on organizational justice dimensions and OCB where OCB was acting as a mediator which
found that distributive justice positively impacts OCB (Sumarmi & Tjahjono, 2021).

According to a separate research study, there was a strong correlation between
organizational citizenship behavior (OCB), and three types of justice - procedural, distributive,
and informational, with regards to how they relate to citizenship behavior in physicians. The
study found that distributional justice was the most significant predictor of OCB, surpassing
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both interpersonal and informational justice (Dhawan, 2021). As a result, it is recommended
that:

Hi: There is a positive relationship between distributive justice on organizational citizenship
behavior.

Procedural Justice and Organizational Citizenship Behavior

According to an earlier study, procedural justice, or impartiality when making decisions
and resource distribution, has been linked with organizational citizenship behaviors (Bellini et
al., 2019; Donglong et al., 2020; Sheeraz et al., 2020). This demonstrates that when employees
feel that the procedures used to make decisions and distribute resources are fair, they are more
inclined to engage in extracurricular activities that assist the company besides their regular
work duties, like helping coworkers or volunteering for additional duties.

Additionally, research has shown that whereas interactional justice is solely linked to
courteous behavior, distributive and procedural justice are linked to civic, polite, and selfless
behavior (Sheeraz et al., 2020). Another study was done on variable Organizational
performance, organizational citizenship behavior, and organizational justice dimensions are all
investigated in this study. A study was carried out to demonstrate the potential impact of the
four components of OJ (distributive, procedural, interpersonal, and informational) on OCB,
which in turn can affect organizational performance. It implies that OJ dimensions have an
effect on OCB at the individual and organizational levels, which may then have an effect on
organizational performance (Sumarmi & Tjahjono, 2021). Another study was done on variable
organizational justice and OCB that examined the important connections between the two in
Jordanian hospitals and sought to close this gap by finding OJ and OCB which showed a
statistically significant positive association.

Another study that focused on organizational justice, work engagement, and citizenship
procedural justice brought to light the astounding importance of the perception of justice and
demonstrated that it affects OCB in addition to job involvement. It was revealed that the justice
aspects of procedural and distributive justice are statistically significant and a good predictor
of OCB (Sharma & Sharma, 2021). As a result, it is believed that:

H2: There is a positive relationship between procedural justice on organizational citizenship
behavior.

Interactional Justice and Organizational Citizenship Behavior:

According to studies, the way people are treated in social interactions, known as
interactional justice, is connected to OCB. Workers are more inclined to support the
organization's aims and work with their colleagues when they believe they are treated with
respect, honesty, and openness. Shimamura et al. (2021) studied about the justice perceptions,
job satisfaction and OCB on Japanese nurses. The study's conclusions revealed a substantial
and favorable relationship between OCB and interactional justice. To foster OCB, firms should
establish an egalitarian and transparent work environment in which workers feel appreciated
and respected.
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Prior research has linked interactional justice, or how individuals are treated in social
interactions, to OCB. Another research investigated the organizational citizenship behavior and
interactional justice are interconnected with regard to interpersonal positive emotions (Kdksal
& Yesiltas, 2021). In accordance with the empirical evidence, interactional justice
substantially boosts the OCB. The connection that exists among organizational citizenship
behaviour behavior and interactional justice and fairness has been studied (Okpu & Eke, 2020).
The results found a positive connection among these variables. According to this research,
firms should focus on building a work atmosphere that supports interactional justice and respect
in order to increase workers' desire to engage in actions that benefit the organization.

Interactional fairness is a solid predictor of organizational citizenship behavior,
according to prior research. (OCB) (Khan et al., 2018). According to another study, combining
procedural and interpersonal justice enhances organizational citizenship behavior (Donglong
et al., 2020). Interactional fairness is the strongest predictor of OCB, according to Ocampto et
al. (2018). Employees who believe their superiors to be fair in their interactions are more likely
to engage in manager-directed OCB, according to a previous study. As a result, it is expected
that an individual's opinion of their management's behavior will have a positive impact on
organizational outcomes.

Hs: There is a positive relationship between interactional justice on organizational citizenship
behavior.

Job Satisfaction as a Mediator

According to studies, employees who believe these procedures are fair and transparent
have higher job satisfaction and greater trust and collaboration among coworkers (Jang et al.,
2018; Lambert et al., 2020; Pan et al., 2018). The fairness of outcomes and the distribution of
resources, rewards, and chances in the workplace have also been linked to distributive justice,
according to a study, which has also been linked to job satisfaction (Haryono et al., 2019).
According to a study, distributive and procedural fairness are strongly correlated with
satisfaction with work, which is linked to effective employee outcomes (Mashi, 2018). The
fairness of workplace interactions and communication, also known as interactional justice, has
been demonstrated in research by (Dang & Pham, 2020; Mashi, 2018) to have a large influence
on job satisfaction. When employees perceive that their interactions are fair, courteous, and
respectful, they experience higher job satisfaction, greater motivation and engagement, and
increased commitment. Furthermore, interactional justice, which is determined by overall job
happiness and the quality of the leader-member exchange link, has a positive effect on
employees' tendency to engage in customer-focused activities, according to Dang & Pham,
2020). Hence, we assume that:

Hs: There is a mediating impact of job satisfaction in the relationship between procedural
justice and organizational citizenship behavior

Hs: There is a mediating impact of job satisfaction in the relationship between distributive
justice and organizational citizenship behavior.
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He: There is a mediating impact of job satisfaction in the relationship between Interactional
justice and organizational citizenship behavior.

Knowledge Sharing as a Mediator

The act of exchanging ideas and information among people or groups inside a company
is referred to as "knowledge sharing"”. It can act as a mediator by boosting cooperation and
communication, encouraging innovation and creativity, and improving decision-making.
Effective information exchange may lead to increased productivity, better problem-solving,
and overall organizational growth. Knowledge is widely recognized as a key instrument for
achieving a competitive advantage in ever-changing situations (Charterina et al., 2017)
Knowledge sharing (KS) allows businesses to successfully manage knowledge while also
encouraging people to work more productively and efficiently towards their objectives (Le &
Lei, 2017, 2018).As mediators in research on how cultural intelligence influences how
successfully firms innovate, collaborative atmosphere and knowledge-sharing moderators were
utilized. The results show that KS partly mediates the link between creativity and
metacognitive cultural intelligence (Berraies, 2019). Akram et al. (2020) looked at the
connection between organizational justice variables such as distributive, procedural,
interactional, temporal, and employee creative behaviors. The study also examined the
significance of knowledge sharing (KS) as a moderator in this connection. Except for spatial
justice, which did not demonstrate a significant association with employee creative work, the
study's findings revealed that KS functions as a mediator between organizational justice and
employee innovative behavior. The findings show that information sharing strengthens the
connection between organizational justice and employee innovation.

The link between organizational performance and organizational justice is mediated by
organizational trust and Knowledge-sharing behavior (Pagaci, Yasemin, 2019) research.
Knowledge sharing enhances workers' creative behavior, and it also partly mediates the
relationship between organizational justice and innovative behavior,(K. & Ranjit, 2021a).
Another study investigated the link between variable inventive behavior and organizational
fairness, with information sharing serving as a mediator. The data indicated that information
exchange, to some extent, moderates this association (Dhawan, 2021). As a result, it is
proposed that:

H7: There is a mediating impact of knowledge sharing in the relationship between distributive
justice and organizational citizenship behavior.

Hs: There is a mediating impact of knowledge sharing in the relationship between procedural
justice and organizational citizenship behavior.

H9: There is a mediating impact of knowledge sharing in the relationship between Interactional
justice and organizational citizenship behavior.
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Methodology
Samples descriptive statistics

The cross-sectional study has been used to evaluate the study. Google base survey is
also used to gather data from respondents who are working in different services providing firms
by using a convenience sample. There were 400 questionnaires distributed in total, and 306 of
them were correctly completed, giving a response rate of 76%. A total of 306 people, 215 men,
and 91 women, with ages varying from 20 to 69 and educational backgrounds ranging from
intermediate to postgraduate, were present.

Measures

We used a Likert scale to rate our agreement with each of the three claims about justice,
from strongly disagree to highly agree, developed by (Niehoff & Moorman, 1993a). Previous
studies and literature (Devonish & Greenidge, 2010; Forret & Sue Love, 2008) have confirmed
the scale's reliability and construct validity. Lin devised a (2007) scale was utilized to measure
the knowledge-sharing elements (donating and sharing). Three things make up knowledge
sharing, which has an alpha reliability of 0.78, while four items make up knowledge sharing,
which has an alpha reliability of 0.80. (Goh & Sandhu, 2014; Lin, 2007; Yesil & Dereli, 2013).
The job satisfaction items were measured using a seven-item scale(Fernandes, 2006). The alpha
reliability is 0.87 for job satisfaction, according to prior research (Mohammad Mosadegh Rad
& Hossein Yarmohammadian, 2006). The organizational citizenship behavior items were
evaluated using a 24-item scale (Podsakoff et al., 1990) consisting of five dimensions of OCB
adopted from Isik (2021), which reported a reliability of 0.87.

Finding and results
Measurement model

Utilizing both convergent and discriminant validity tests, the study's assessment
model's validity was evaluated. With CRV and AVG values greater than 0.7 and 0.5
respectively, the factor loadings, Composite Reliability (CR), and Average Variance Extracted,
convergent validity were evaluated (Hair et al., 2013), and factor loadings larger than 0.6 (Chin
et al., 2008). Examining the discriminant validity allowed for whether the measurements were
not duplicated by other factors, as shown by weak correlation among constructs. Each
construct's average extracted variance was found to have a square root that was larger than its
correlation coefficient in Table 3, which indicated discriminant validity (Fornell & Larcker,
1981a). However, the consistency of this method in detecting the absence of discriminant
validity has been questioned (Henseler et al., 2015), leading to the use of the HTMT heterotrait-
monotrait method as an alternative. Discriminant validity was demonstrated when the results
of the HTMT ratio standards were less than 1, using both the 0.85 (Kline, 2011) and 0.90 (Gold
et al., 2001) standards
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Figure No 1: SEM analysis with Beta values
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Table No 1: Validity and reliability of constructs
Constructs Items Loading AVE CR
DJ1 0.822 067 091
Distributive Justice DJ2 0.812
DJ3 0.861
DJ4 0.833
DJ5 0.763
PJ1 0.711 0.613  0.905
PJ2 0.821
Procedural Justice PJ3 0.822
PJ4 0.791
PJ5 0.791
PJ6 0.756
132 0.748 0.580  0.892
133 0.783
Interactional Justice (N} 0.787
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135 0.812
136 0.718
137 0.717
JS2 0.758 0.601  0.883 0.837
Job Satisfaction JS3 0.741
JS4 0.841
JS5 0.795
JS6 0.738
KS1 0.714 0.566  0.887 0.847
Knowledge sharing KS2 0.759
KS3 0.785
KS4 0.755
KS5 0.748
KS6 0.753
Och2 0.755 0.577  0.961 0.958
Organizational citizenship behavior Ocb3 0.710
Ocb4 0.745
Ocb5 0.806
Och6 0.709
Och7 0.810
Ochb8 0.747
Och9 0.780
Ocb12 0.757
Ocb13 0.709
Ocb14 0.744
Ocb15 0.804
Ocb16 0.710
Ocb17 0.809
Ocb18 0.748
Ocb19 0.781
Ocbh21 0.781
Och24 0.752

Items that have been removed: Indicator items that were less than 0.7. 1J1, 18, JS1, JS7, KS7, OCB1, OCB10,

0OCBl11, OCB20, 0OCB22, & OCB 23
a jtem loading> 0.7 shows indicator reliability (heir et al,2010)
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Table No 2: Discriminant Validity

Construct 1 2 3 4 5 6
DJ 0.819

1J 0.334 0.762

JS 0.543 0.409 0.776

KS 0.545 0.360 0.617 0.753

OCB 0.626 0.539 0.652 0.538 0.760

PJ 0.635 0.278 0.520 0.512 0.638 0.783

Values on the diagonal (bolded) are the square root of the AVE

Table No 3: HTMT

Construct 1 2 3 4 5 6
DJ 1J JS KS OoCB PJ

DJ

1J 0.380

JS 0.626 0.479

KS 0.629 0.412 0.730

ocCB 0.678 0.592 0.725 0.591

PJ 0.725 0.319 0.607 0.594 0.692

HTMT <0.85 (Kline, 2011)

Structural Model

Hair et al. (2013) recommended that studies should be evaluated and reported both the
effect sizes and predictive relevance (Q2) using the beta, R2, and T values for the inner model.
The interaction of the variables in this research was examined, and Organizational citizenship
practices were discovered to have a substantial and advantageous consequence on distributive
justice, procedural justice, and interactional justice. The beta values B for distributive justice,
procedural justice, and interactional justice were found to be 0.195, 0.286, and 0.276,
respectively, with P values less than 0.05. These findings concur with H1, H2, and H3, and
each of the t-values was higher than 1.96 (Peng & Lai, 2012) see table 5. Additionally, the
organizational justice dimensions explained 64.1% variance in OCB, with R2 values of 0.641
for OCB, 0.395 for JS, and 0.372 for KS, exceeding the 0.26 value proposed by Jacob Cohen
(1988) for a significant model. The Q2-values for OCB, JS, and KS were 0.363, 0.231, and
0.204, respectively, indicating that the model values were perfectly reconstructed and had
predictive relevance (Henseler et al., 2009).

Table No 4: Structural estimates - (hypotheses testing).- Direct Effect

Hypotheses Relationship Beta T Values P Value Decision
H1 DJ -> OCB 0.195 2.684** 0.007 Supported
H2 PJ ->OCB 0.286 4.976%* 0.000 Supported
H3 1J->0OCB 0.276 5.036** 0.000 Supported

Notes: Critical t-values. *1.96 (P < 0.05)
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Figure No 2: SEM analysis with t values
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Mediation Analysis:

Mediation analysis has been done on smart pls.3. Mediators were tested between justice
perception and organizational citizenship behavior, knowledge sharing, and job satisfaction.
The finding showed that information does not mediate between citizenship behavior and
distributive justice. (B = 0.006; t =0.329; p = 0.742), also doesn’t mediate between procedural
justice and citizenship behavior (f = 0.004; t =0.323; p = 0.747) and likewise mediation of
knowledge sharing among citizenship behavior and interactional justice shows (B = 0.003; t
=0.323; p = 0.746). So hypotheses H7, H8, and H9 are rejected. The association among OCB
and interactional justice and mediator work satisfaction has been studied. The finding showed
that citizenship behavior and distributive justice are mediated by job satisfaction (B = 0.080; t
=3.026; p = 0.002 also mediates among procedural justice and citizenship behavior (f = 0.073;
t =2.753; p = 0.006), and likewise mediation of job satisfaction among citizenship behavior
and interactional justice shows (f = 0.065; t =2.887; p = 0.004), so hypothesis H4, H5 and H6
are accepted (see table 6).
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Table No 5: Structural estimates - (hypotheses testing).- Mediating Effect

. . T ..
Hypotheses Relationship Beta values P Value Decision
H4 DJ ->JS -> 0OCB 0.080 3.026** 0.002 Supported
H5 PJ->JS->0CB 0.073 2.753** 0.006 Supported
H6 1J->JS->0CB 0.065 2.887** 0.004 Supported
H7 DJ -> KS->0CB 0.006 0.329** 0.742 Not Supported
H8 PJ->KS->0CB 0.004 0.323** 0.747 Not Supported
H9 1J ->KS->0CB 0.003 0.323** (0.746 Not Supported
Notes: Critical t-values. *1.96 (P < 0.05)
Table No 6: RZ and Q? value
Endogenous LVs R?value Q?value
ocCB 0.641 0.363
JS 0.395 0.231
KS 0.372 0.204

Discussion and Conclusion

The aim of the study is to determine how knowledge sharing and job satisfaction
influence the dimensions of justice and OCB. Previous studies and hypotheses point to a good
relationship between OCB and justice (Konovsky & Pugh, 1994; Moorman, 1991; Niehoff &
Moorman, 1993b). All three organizational justice pillars were found to be positively correlated
with organizational citizenship in the study, with distributive justice having the largest direct
impact on OCB (P<.05). These findings back up prior research that highlights the importance
of fairness perceptions in fostering OCB (Blakely et al., 2005; Organ & Ryan, 1995).

Furthermore, the study found a link between OCB and organizational fairness as well
as job satisfaction. Employees at service-oriented firms, according to the research, are more
likely to exhibit flexible OCB when they perceive fairness and satisfaction in an organization.
Information sharing appears to have little bearing on this relationship, according to the study's
results, which examine how satisfaction mediates the association between OCB and
organizational justice. To improve overall performance, managers should focus on enhancing
employee job satisfaction and supporting organizational fairness, according to the study's
findings. The study's insightful conclusions can aid practitioners, researchers, and
organizations interested in organizational behavior and management.

Limitations

Despite the fact that this study gives insight into the link between work satisfaction,
information sharing, organizational justice, and organizational citizenship behavior, it has
several drawbacks. The study solely looks at the influence of two mediators on OCB and three
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aspects of organizational justice, limiting the findings' applicability to other situations.
Furthermore, because the sample was confined to employees of service-providing enterprises
in Karachi, it may not be indicative of other industries or areas. Future research might broaden
the scope of the study by integrating other mediators and justice aspects, as well as utilizing a
more varied and representative sample. Longitudinal research on the long-term consequences
of organizational justice and its impact on OCB might also be done.

Future implications:

Future research can enhance the understanding of the relationship between these
variables by incorporating demographic factors into their testing models. Moreover, a
comprehensive investigation of job satisfaction can be conducted by considering multiple
contributing factors. Including more variables in the research may give a more complex view
of corporate citizenship behavior, especially in the setting of the manufacturing business.
Additionally, conducting the study in different cities and regions across Pakistan can provide
a broader perspective on the population's perceptions of justice and OCB. To further improve
the study's validity, future research can also consider longitudinal data to observe the effects of
these variables over time.

Managerial implications:

The study's conclusions have important consequences for businesses and managers.
The results indicate a link between citizenship behavior (OCB) and justice dimensions, with
work satisfaction acting as a mediator but knowledge sharing not. Therefore, it is recommended
that managers prioritize creating a fair and just work environment by ensuring that resources
and rewards are distributed equitably, decision-making processes are transparent and inclusive,
and communication and treatment of employees are respectful and appropriate. Additionally,
managers should strive to increase employees' job satisfaction by providing opportunities for
professional growth, fostering a positive work environment, and confirming that employees
have support and resources for effective job performance. To further enhance our
understanding of the relationship between these variables, future research should consider
incorporating demographic factors in their testing models and exploring additional factors that
contribute to job satisfaction. Moreover, conducting the study in different cities and regions
within Pakistan can provide a more extensive view of the population's perceptions of justice
and OCB.

References

Ajlouni, W. M. E., Kaur, G., & Alomari, S. A. (2021). Effective Organizational Justice and
Organizational Citizenship Behavior Using Fuzzy Logic to Obtain the Optimal Relationship.
Quality Management in Health Care, 30(1), 13-20.
https://doi.org/10.1097/QMH.0000000000000288

Akram, T., Lei, S., Haider, M. J., & Hussain, S. T. (2020). The impact of organizational justice
on employee innovative work behavior: Mediating role of knowledge sharing. Journal of
Innovation & Knowledge, 5(2), 117-129. https://doi.org/10.1016/j.jik.2019.10.001

Bauwens, R., Audenaert, M., Huisman, J., & Decramer, A. (2019). Performance management
fairness and burnout: Implications for organizational citizenship behaviors. Studies in Higher
Education, 44(3), 584-598. https://doi.org/10.1080/03075079.2017.1389878



Research Jowrnal for Societal Issues
Vol 5 No 1 (2023): 274-290

Bellini, D., Ramaci, T., Bonaiuto, M., Cubico, S., Favretto, G., & Johnsen, S. A. K. (2019).
Exploring the influence of working environments’ restorative quality on organisational
citizenship behaviours. International Journal of Environment, Workplace and Employment,
5(1), 32. https://doi.org/10.1504/1JEWE.2019.097146

Berraies, S. (2019). Effect of middle managers’ cultural intelligence on firms’ innovation
performance: Knowledge sharing as mediator and collaborative climate as moderator.
Personnel Review, 49(4), 1015-1038. https://doi.org/10.1108/PR-10-2018-0426

Blakely, G. L., Andrews, M. C., & Moorman, R. H. (2005). The Moderating Effects of Equity
Sensitivity on The Relationship Between Organizational Justice and Organizational
Citizenship Behaviors. Journal of Business and Psychology, 20(2), 259-273.
https://doi.org/10.1007/s10869-005-8263-3

Charterina, J., Basterretxea, I., & Landeta, J. (2017). Collaborative relationships with
customers: Generation and protection of innovations. Journal of Business & Industrial
Marketing, 32(5), 733-741. https://doi.org/10.1108/JBIM-02-2017-0052

Chin, W. W., Peterson, R. A., & Brown, S. P. (2008). Structural Equation Modeling in
Marketing: Some Practical Reminders. Journal of Marketing Theory and Practice, 16(4), 287—
298. https://doi.org/10.2753/MTP1069-6679160402

Dang, T. T., & Pham, A. D. (2020). What make banks’ front-line staff more customer oriented?
The role of interactional justice. International Journal of Bank Marketing, 38(4), 777-798.
https://doi.org/10.1108/1JBM-09-2019-0321

Devonish, D., & Greenidge, D. (2010). The Effect of Organizational Justice on Contextual
Performance, Counterproductive Work Behaviors, and Task Performance: Investigating the
moderating role of ability-based emotional intelligence. International Journal of Selection and
Assessment, 18(1), 75-86. https://doi.org/10.1111/j.1468-2389.2010.00490.x

Dhawan, S. (2021). A Study On The Relationship Between Organizational Justice And
Organizational Citizenship Behavior Among Doctors. Management Research News, 09(12).
55-69.

Donglong, Z., Taejun, C., Julie, A., & Sanghun, L. (2020). The structural relationship between
organizational justice and organizational citizenship behavior in university faculty in China:
The mediating effect of organizational commitment. Asia Pacific Education Review, 21(1),
167-179. https://doi.org/10.1007/s12564-019-09617-w

Fernandes, C. (2006). Impact of organisational justice in an expatriate work environment.
Management Research News, 29(11), 701-712. https://doi.org/10.1108/01409170610716016
Fornell, C., & Larcker, D. F. (1981a). Evaluating Structural Equation Models with
Unobservable Variables and Measurement Error. Journal of Marketing Research, 18(1), 39.
https://doi.org/10.2307/3151312

Fornell, C., & Larcker, D. F. (1981b). Evaluating Structural Equation Models with
Unobservable Variables and Measurement Error. Journal of Marketing Research, 18(1), 39.
https://doi.org/10.2307/3151312

Forret, M., & Sue Love, M. (2008). Employee justice perceptions and coworker relationships.
Leadership & Organization Development Journal, 29(3), 248-260.
https://doi.org/10.1108/01437730810861308



Research Jowrnal for Societal Issues

Vol 5 No 1 (2023): 274-290

Goh, S.-K., & Sandhu, M.-S. (2014). The Influence of Trust on Knowledge Donating and
Collecting: An Examination of Malaysian Universities. International Education Studies, 7(2),
p125. https://doi.org/10.5539/ies.v7n2p125

Gold, A. H., Malhotra, A., & Segars, A. H. (2001). Knowledge Management: An
Organizational Capabilities Perspective. Journal of Management Information Systems, 18(1),
185-214. https://doi.org/10.1080/07421222.2001.11045669

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2013). Partial Least Squares Structural Equation
Modeling: Rigorous Applications, Better Results and Higher Acceptance. Long Range
Planning, 46(1-2), 1-12. https://doi.org/10.1016/j.1rp.2013.01.001

Haryono, S., Ambarwati, Y. I., & Saad, M. S. (2019). Do Organizational Climate And
Organizational Justice Enhance Job Performance Through Job Satisfaction? A Study Of
Indonesian Employees. Leadership & Organization Development Journal, 18(1), 15-29.
Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant
validity in variance-based structural equation modeling. Journal of the Academy of Marketing
Science, 43(1), 115-135. https://doi.org/10.1007/s11747-014-0403-8

Henseler, J., Ringle, C. M., & Sinkovics, R. R. (2009). The use of partial least squares path
modeling in international marketing. In R. R. Sinkovics & P. N. Ghauri (Eds.), Advances in
International Marketing (Vol. 20, pp. 277-319). Emerald Group Publishing Limited.
https://doi.org/10.1108/S1474-7979(2009)0000020014

Hulland, J. (1999). Use of partial least squares (PLS) in strategic management research: A
review of four recent studies. 10.

Isik, A. (2021). Factors Affecting the Organisational Citizenship Behaviour of English
Language Teachers. English Teaching, 76(1), 125-151.
https://doi.org/10.15858/engtea.76.1.202103.125

Ismail, S., Igbal, Z., & Adeel, M. (2018). Impact of Organizational Justice and Organizational
Citizenship Behavior on Employees Performance. International Journal of Human Resource
Studies, 8(2), 187. https://doi.org/10.5296/ijhrs.v8i2.13070

Jang, E.-H., Lee, K.-H., Jang, E.-Y., & Yoon, B.-H. (2018). An Effect of Procedural Justice on
Organizational Commitment: The Mediating Effect of Pay Satisfaction. Journal of Society of
Korea Industrial and Systems Engineering, 41(3), 97-107.
https://doi.org/10.11627/jkise.2018.41.3.097

K., J., & Ranjit, G. (2021). Organisational justice and innovative behaviour: Is knowledge
sharing a mediator? Industrial and Commercial Training, 53(1), 77-91.
https://doi.org/10.1108/ICT-04-2020-0044

Khan, S. K., Memon, M. A., & Ramayah, T. (2018). Leadership And Innovative Culture
Influence On Organisational Citizenship Behaviour And Affective Commitment: The
Mediating Role Of Interactional Justice, The Social Science Journal, 54(3), 307-324.

Kline, R. B. (2011). Principles and practice of structural equation modeling (3rd ed). Guilford
Press.

Koksal, Z., & YesiLtas, M. D. (2021). Mediating Role Of Communication Satisfaction In The
Effect Of Interactional Justice On Organizational Citizenship Behavior: The Case Of Public
University. Nevsehir Haci Bektas Veli Universitesi SBE Dergisi.
https://doi.org/10.30783/nevsoshilen.907261



Research Jowrnal for Societal Issues

Vol 5 No 1 (2023): 274-290

Konovsky, M. A., & Pugh, S. D. (1994). Citizenship Behavior And Social Exchange. Academy
of Management Journal, 37(3), 656-669. https://doi.org/10.2307/256704

Lambert, E. G., Keena, L. D., Leone, M., May, D., & Haynes, S. H. (2020). The effects of
distributive and procedural justice on job satisfaction and organizational commitment
ofcorrectional staff. The Social Science Journal, 57(4), 405-416.
https://doi.org/10.1016/j.s0scij.2019.02.002

Le, P. B., & Lei, H. (2017). How transformational leadership supports knowledge sharing:
Evidence from Chinese manufacturing and service firms. Chinese Management Studies, 11(3),
479-497. https://doi.org/10.1108/CMS-02-2017-0039

Le, P. B., & Lei, H. (2018). The mediating role of trust in stimulating the relationship between
transformational leadership and knowledge sharing processes. Journal of Knowledge
Management, 22(3), 521-537. https://doi.org/10.1108/JKM-10-2016-0463

Lin, H. (2007). Knowledge sharing and firm innovation capability: An empirical study.
International Journal of Manpower, 28(3/4), 315-332.
https://doi.org/10.1108/01437720710755272

Mashi, M. S. (2018). The Mediating role of Job Satisfaction in the Relationship between
Organizational Justice and Employee Outcomes. International Journal of Public
Administration, 41(16), 1351-1360. https://doi.org/10.1080/01900692.2017.1388819
Mohammad Mosadegh Rad, A., & Hossein Yarmohammadian, M. (2006). A study of
relationship between managers’ leadership style and employees’ job satisfaction. Leadership
in Health Services, 19(2), 11-28. https://doi.org/10.1108/13660750610665008

Moorman, R. H. (1991). Relationship Between Organizational Justice and Organizational
Citizenship Behaviors: Do Fairness Perceptions Influence Employee Citizenship? 11.
Niehoff, B. P., & Moorman, R. H. (1993a). Justice As A Mediator Of The Relationship
Between Methods Of Monitoring And Organizational Citizenship Behavior. Academy of
Management Journal, 36(3), 527-556. https://doi.org/10.2307/256591

Niehoff, B. P., & Moorman, R. H. (1993b). JUSTICE AS A MEDIATOR OF THE
RELATIONSHIP BETWEEN METHODS OF MONITORING AND ORGANIZATIONAL
CITIZENSHIP BEHAVIOR. Academy of Management Journal, 36(3), 527-556.
https://doi.org/10.2307/256591

Ocampo, L., Acedillo, V., Bacunador, A. M., Balo, C. C., Lagdameo, Y. J., & Tupa, N. S.
(2018). A historical review of the development of organizational citizenship behavior (OCB)
and its implications for the twenty-first century. Personnel Review, 47(4), 821-862.
https://doi.org/10.1108/PR-04-2017-0136

Okpu, T. O., & Eke, G. J. (2020). Interactional Justice and Organizational Citizenship
Behaviour of Academic Staff in Universities in Bayelsa State. European Journal of Business
and Management Research, 5(4). https://doi.org/10.24018/ejbmr.2020.5.4.418

Organ, D. W., & Ryan, K. (1995). A Meta-Analytic Review Of Attitudinal And Dispositional
Predictors Of Organizational Citizenship Behavior. Personnel Psychology, 48(4), 775-802.
https://doi.org/10.1111/j.1744-6570.1995.th01781.x

Pacaci, Yasemin. (2019). Mediating Effect of Organizational Trust and Knowledge Sharing
Behavior on the relationship Between Organizational Justice and Contextual Performance: A
Case of Auditing Sector. Proquest.



Research Jowrnal for Societal Issues

Vol 5 No 1 (2023): 274-290

Pan, X., Chen, M., Hao, Z., & Bi, W. (2018). The Effects of Organizational Justice on Positive
Organizational Behavior: Evidence from a Large-Sample Survey and a Situational Experiment.
Frontiers in Psychology, 8, 2315. https://doi.org/10.3389/fpsyg.2017.02315

Peng, D. X., & Lai, F. (2012). Using partial least squares in operations management research:
A practical guideline and summary of past research. Journal of Operations Management, 30(6),
467-480. https://doi.org/10.1016/j.jom.2012.06.002

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational
leader behaviors and their effects on followers’ trust in leader, satisfaction, and organizational
citizenship behaviors. The Leadership Quarterly, 1(2), 107—-142. https://doi.org/10.1016/1048-
9843(90)90009-7

Sarianti, R., & Armida, S. (2020). The Influence of Distributive Justice and Perceived
Organizational Support on Organizational Citizenship Behavior. Proceedings of the 4th
Padang International Conference on Education, Economics, Business and Accounting
(PICEEBA-2 2019). 4th Padang International Conference on Education, Economics, Business
and Accounting (PICEEBA-2 2019), Padang, Indonesia.
https://doi.org/10.2991/aebmr.k.200305.160

Sharma, A., & Sharma, A. (2021). Beyond Exchange Relationship: Exploring the Link Between
Organizational Justice, Job Involvement, and Citizenship Behavior.

Sheeraz, M. I., Ahmad, U. N. U., Ishaq, M. I., & Nor, K. (2020). Moderating role of leader-
member exchange between the relationship of organizational justice and organizational
citizenship behavior.

Shimamura, M., Fukutake, M., Namba, M., & Ogino, T. (2021). The relationship among factors
of organizational justice, organizational citizenship behavior, job satisfaction, and ease of work
among Japanese nurses. Applied Nursing Research, 61, 151479.
https://doi.org/10.1016/j.apnr.2021.151479

Sumarmi, S., & Tjahjono, H. K. (2021). Organizational citizenship behavior as antecedents and
outcome in era technology. Journal of Physics: Conference Series, 1823(1), 012005.
https://doi.org/10.1088/1742-6596/1823/1/012005

Yesil, S., & Dereli, S. F. (2013). An Empirical Investigation of the Organisational Justice,
Knowledge Sharing and Innovation Capability. Procedia - Social and Behavioral Sciences, 75,
199-208. https://doi.org/10.1016/j.sbspro.2013.04.023



