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Abstract:

The pandemic COVID has engulfed the entire world in general and India in particular for the
last year. Almost the entire country is under lockdown now and then forcing the people to
stay inside their home for the safety of self and others. There is one section, though, which is
braving against all odds not only to ensure a law-and-order situation but also educate and
persuade the mass. This has necessitated the police personnel to go an extra mile reflecting a
sense of responsibility towards citizens, colleagues, organizations, and nation and discharge
their duties performing activities beyond the formal job descriptions, formal reward system,
or direct and explicit recognition. In the present study, the researchers have explored the
antecedents and empirically investigated the nature, extent, and mechanism of the impact of
these variables that lead to the police personnel displaying the organizational citizenship
behavior at this unprecedented juncture of time in India.

Keywords: Organizational Citizenship Behaviour, Organizational Justice, Organizational
Support, Police

1.Introduction:

For more than a year like other countries, India is reeling under the effect of the deadly
coronavirus. The pandemic has taken the toll of approximately three lakh people in the past
year. A major chunk of the population is forced to stay inside their home for the safety of
themselves and others. However, some sections in the society are not so privileged that
include police personnel, medical staff, and providers of necessary services. The situation of
police personnel is more complicated as not only do they have to stay vigilant to ensurelaw-
and-order situation; but also have to educate, communicate, persuade, cajole and coerce the
vox populi to stay inside. Besides, they are also entrusted to maintain the situation smoothly
and fairly during festivals, elections, or rallies even during pandemics. This necessitates them
to discharge their duties going the extra mile performing discretionary work-related activities
beyond formal job descriptions, formal reward systems, or direct and explicit recognition. In
other words, this necessitates them to display organizational citizenship behaviour- a term
coined by Organ (1988) that refers to the “individual behaviour that is discretionary, not
directly recognized by the formal reward system, and that in the aggregate promotes the
effective functioning of the organization.”The department as such need people who stay in
the department, meet the stipulated standard of performance and go beyond specific role
requirement (Barnard, 1988).This is particularly true for police personnel considering the
arduous nature of their work—Ilong hours away from home, frequent transfer, volatile work,

http.//jier.org 2430


mailto:arfath.amin@stu.adamasuniversity.ac.in

Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

and physical dangers (Manning, 1977).There is also a shortage of officers in most areas that
put extra pressure on their work (Centre for the Study of Developing Societies 2019; Rathi
and Barath 2013). OCB, though, is not developed overnight.OCB rests on the foundation of
social exchange theory (Smith et al. 1983). The theory contends that people are motivated to
maintain social relations based on the evaluation of the cost-benefit ratio(Homans, 1961). In
the context of social exchange, people have an innate tendency to compare the social rewards
received against the social rewards expected. In terms of OCB, this implies that employees
engage in OCB to reciprocate some sort of favourable behavioural treatmentreceived from
the organization (Hazzi, 2018). One such favourable behavioural treatment is perceived
organizational justice (Colquitt et al. 2001), the other being job satisfaction (Crank, 1998).
Organizational justice refers to the people’s perception of fairness in the organization
(Greenberg, 1987). Job Satisfaction refers to the degree of liking or disliking about their jobs
(Spector, 1997). Studies in the past have reporteda significant positive relation between OJ
and OCB (Colquitt et al., 2001;Moorman Et al 1991; Ehrhart, 2004; Walumbwa et al 2010;
Nadiri et al 2010), as well as between JS and OCB(Bennett, 1997; Chan & Duran, 2009; Kuo,
2015; Nalla & Kang, 2012; Nalla, Rydberg, &Mes ko, 2011; Kumar, 2017).While there are
studies that have explored the relation between OJ, JS, and OCB; surprisingly, there is a
dearth of studies that have explored the relationship between these constructs among police
personnel (Bradford et al. 2013; Haaset al, 2015; Nix & Wolfe, 2016). The situation is worse
in the Indian context where only a handful of studies have been conducted (Lambert et al.,
2015; Singh & Nayak, 2015; Kumar, 2017).

Policing in India:

Indian Police Act came into force in 1861 during the British Colonial Period and still guides
the structure of police in India. Law and order are State issues and states only recruit Police
personnel. States are divided into districts; districts into sub-divisions, subdivisions into
police circles; with each circle having a police station. Personnel in the rank of constable,
head constable, assistant sub-inspector, and sub-inspector look after police stations. Duties of
constables include fieldwork such as patrolling, guarding, and collecting information; Head
constables investigate the crime and maintain administrative records; ASI
investigates/supervises the cases, besides assisting the SI or inspector. SI is entrusted with
maintaining public order, preventing and detecting crime, and maintaining liaison with the
community besides leading the police in their jurisdiction. The role of the inspector normally
is supervising a police circle.

1 Introduction to variables

1.1 Organization Citizenship Behavior:

Organizational citizenship behaviours refer to discretionary work-related activities performed
by employees that are beyond the scope of formal job descriptions, formal reward system or
direct and explicit recognition but promotes the efficient and effective functioning of the
organization (Organ, 1988). OCB not only enhances the organizations’ performance but also
helps organizations sustainability (Takeuchi et al., 2015). Organ (1988) proposedfive
dimensions of OCB: altruism (willingness to help others without any expectation of
consideration), courtesy (proactive behaviour in taking steps to alleviate a potential problem),
conscientiousness (carrying out one’s duty beyond the mechanical compliance with routine
directives.), sportsmanship(willingness to tolerate the impositions work without complaining)
and civic virtue (willingness of the employees to participate in political process or policy
debate of the organization). Researchers have identified job satisfaction, organizational
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commitment, organizational justice, leadership, and individual as the antecedents of OCB
(Chan and Lai, 2017; Takeuchi et al., 2015; Organ et al.,2005; Smith et al., 1983; Gorgievski
et al., 2018). The consequences of OCB includeemployee turnover, turnover intentions, and
employee absenteeism (Coyne and Ong 2007), organizational performance (Podsakoff et al
2000), organizational effectiveness (Yen and Niehoff 2004), and knowledge sharing (Lin
2008). In the present research, focus on OJ and JS has been pointed out as the defining
factors of OCB.

1.2 Organizational Justice:

OJ refers to the perception of employees regarding the fairness of their organisations’
decision-making outcomes (Johnson, 2007), decision-making process (Suliman and Kathairi,
2013), treatment received (Bies and Moag, 1986),andcommunication provided (Chou, 2009).
0OJ, coined by Wendell French (1964) is a reflection of an organization’s competence,
character, and benevolence that goes a long way in affecting employees’ work outcomes such
as organizational citizenship behaviour (Karriker & Williams, 2009), job satisfaction (Chen
et al. 2007), organizational commitment(DeConick, 2010); job performance(Karriker &
Williams, 2009), trust(DeConick, 2010), turnover intentionand emotional exhaustion
(Liljegren & Ekberg, 2009). Organizational justice is proposed as a two-factor
model(Greenberg, 1990; Sweeney and McFarlin (1993), the three factors model (DeConinck,
2010; Liljegren & Ekberg, 2010; Bies and Moag,1986), and even four factors model
(Greenberg, 1993; Colquitt, 2001). The four factors or dimensions of OJ have been identified
as distributive justice, procedural justice, interpersonal justice, and informational justice
(Colquitt, 2001). The three-factor model assumes interpersonal justice and informational
justice as one common factor named interactional justice (DeConinck, 2010). Further, the
two-factor model assumes that interactional justice is part of procedural justice (Sweeney and
McFarlin,1993). Byrne &Cropanzano(2000) have referred to Organizational justice as a
multi-foci construct. They opine that employees perceive the overall justice. They argue that
employees perceive the fairness of decision-making outcomes (pay, perks, promotions),
fairness of  decision-makingprocess  (voice, correctability, consistency, bias,
representativeness, and accuracy), fairness of treatment received(respect, propriety), fairness
of the communication provided(justification, truthfulness) and make an overall impression of
the justice.

1.3 Job Satisfaction:

JS is the general attitude of an employee towards his/ her job(Spector,1997; Weiss, 2002). JS
is the resultant of outcome receive against the outcome desired (Cranny, Smith, and
Stone,1992). Smith et al., 1969; Locke, 1976; Spector, 1997 have described JS as a multi-
faceted construct containing both cognitive and affective elements. Scholars have identified
various issues associated with JS, such as work content, interesting job, perceived equitable
compensation, proper working conditions,recognition, perceived management support, and
opportunity for growth (Spector, 1997); opportunity for social interaction, task identity,
autonomy, skill variety and knowledge of feedback (Hackman and Oldham, 1976); role
perceptions, job performance, firm performance and job-related factors (Christen, Iyer, and
Soberman (2006).

2 Literature Review and Hypothesis Development
2.1 Organizational Justice and Organization Citizenship Behaviour:
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Perceived fairness of organizational justice practices stimulate trust and motivate employees
to go beyond the extra mile and undertake pro-social activities, thereby, enhancing
organizationalcitizenship behaviours. (Netemeyer et al., 1997). The linkage between OJ and
OCB can be understood with the help of Adams' (1965) equity theory and Blau's (1964)
social exchange theory (Moorman 1991). The impact of OJ on OCB has been researched in
an extensible manner throughout the globe and across various sectors. De Lara (2008) studied
the nexus in the academic setup; Yardan et al. (2014) studied the impact in hospitals; Yadav
and Gupta (2017) explored the relation in the tourism sector; Saifi and Shahzad (2017)
researched public and private organizations;Jehanzeb and Mohanty (2020) studied the
relation in the banking sector; Aryee et al (2002) studied the relationship in public sector
organizations ; Carr and Maxwell (2017) and Hass et al (2015) investigated the link among
police personnel. The majority of the findings have reported that employees having perceived
fairness exhibit OCB.

Accordingly, the study postulates the first hypothesis as

H,;: OJ relates positively with OCB.

2.2 Organizational Justice and Job Satisfaction:

JS results as a cumulative evaluation of psychological, physiological, and environmental
circumstances. As such, perception of justice in the organization has a significant impact on
JS(Colquittet al 2001; Masterson, et al. 2000; Irving et al, 2004; Shokerkon&Neamei, 2003).
Zainalipour et al (2010) studied the relation between OJ and JS among teachers and reported
that all components of OJsignificantly correlated with various facets of JS. Dong and Phuong
(2018) explored the relation between OJ and OS in the context of HEI, Vietnam. The finding
suggested a significant impact of OJ on OJ. Researchers have also studied the relation of JS
with various facets of OJ such as distributive justice (Lawler,1977); procedural justice (Kwak
et al. 2010); interactional justice (Cedwyn&Awamleh, 2006). There are also studies in the
context of police personnel such as Morris et al, 1999 (NYPD); Nalla, 2012 (Slovenia);
Myhill and Bradford, 2013 (British Police); Crow, Lee, and Joo, 2012 (South Korean Police);
Qureshi et al, 2017 (Indian police personnel). All these studies have reported significant
relation between OJ and JS.

Accordingly, the study postulates the second hypothesis as

H,;: OJ relates positively with JS.

2.3  JSandOCB:
Relations between JS and OCB have been explored by various scholars(Williams and
Anderson, 1991; Podsakoff et al., 1993; Wagner & Hollenbeck, 2010;Talachi,et al 2014;
Prasetio et al.,, 2017). George and Jones (2012) in their investigation found that there is a
significant difference in the OCB level between satisfied employees and dissatisfied
employees.Similarly, Nasra and Heilbrunn (2015)study in the educational system in
Israel;Nurjahan et al (2020), study on employees in Jakarta, Indonesia; Ng et al (2018) study
among health professionals in Malaysia; Tafzul et al (2019) study in garment sectors in
Bangladesh; Sharma, (2011) and Belwalkar et al (2018) study in India show that the level of
JS influences OCB, i.e., higher job satisfaction results in a higher display of OCB, and vice
versa Similar findings have been reported by other scholars who contend that satisfied
employees intend to reciprocate the organization and in this course display OCB (Foote and
Tang, 2008; Lambert, 2010;Fanani et al., 2016 ;Meynhardta et al., 2018).
Accordingly, the study postulates the third hypothesis as
H,s: JS relates positively with OCB.
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2.4  JS as mediator

While the relation between OJ, JS, and OCB has been amply demonstrated in literature across
ages, geographical location, and sectors; there are only a few studies that have explored the
mechanism through which this relation works. Researchers have emphasized the exploration
of mediators in investigating the causal relation between two variables (Hair, 2009). Various
mediators have been suggested such as EI, OC, AC, Trust, etc. One of the variables that have
been explored the most is JS (Mowday, Porter & Steers, 1982; Mashi, 2017; Nasra et al,
2015). All these studies reported the mediating role of JS. The researchers contend that
perceived fairness (OJ) influences the opinion and judgment of individuals toward their job
and developsa positive attitude that results in job satisfaction. Satisfied employees reciprocate
by working extra hard for the organization displaying OCB.

Accordingly, the study postulates the fourth hypothesis as

H,s: JS mediates the relation between OJ and OCB.

Figure 1: Hypothesized Model

3 Research Methodology:

3.1 Sample Collection

600 Indian police personnel across various hierarchies were contacted and send self-
administered questionnaires. The participants were briefed about the purpose of the study and
were assured of confidentiality. Overall, 414filled and valid responses were received after
scrutiny at a response rate of 59%. Gender wise response was 76 % male and 24 % female.
Participants belonged to ages ranging from 30 to 50 posted in urban as well as the rural
region. The profile of the respondents is given in tablel. Scholars have opined that self-
reportedcross-sectional data may have inherent biases (Pearce & Sims, 2002). As such, data
regarding various constructs were collected at three different times to minimize the issue of
common method bias. The data collection period was February 2023 to June 2023. Data
related to OJwas collected first during February2021, related to JS was collected after one
month in March and April 2023, and related to OCB was collected after two months in May
and June 2023.

3.2 Constructs Used:

0J:0J was measured using 20 items adopted from Colquitt (2001) scale/ Niehoff and

Moorman (1993). Sample items include “Overall, the rewards I receive here are quite fair,”
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JS:JS was measured using 20 items short form Minnesota Satisfaction Questionnaire (Weiss,
Dawis, England, Lofquist, 1967).

OCB:0OCB was measured using 14 items questionnaire adopted from Podsakoff et al. (1990).
Sample items include “I would like to buy the products or brands following their introduction
by my friends on social networks.”

4 Result

4.1 Descriptive Statistics

Table No. 2 shows the descriptive characteristicsofthe study. The statistics confirms the basic
assumptions for further analyses such as normality (skewness and kurtosis within -1 and +1);
absence of multi-collinearity (VIF <5;Tabachnick&Fidell,2007), excellent internal
consistency (alpha >0.8; Nunally, 1978).

Table 2: Descriptive Analysis

Descriptive Statistics

Std. Pearson Correlation

Mean Deviation | Skew-ness Kurtosis
Variable B
Std. Std.

IS 0oJ OCB VIF
Statistic | Statistic Statistic | Error | Statistic | Error

IS 2.98 113 0.012 0.136 | -0.74 0.490 0.560%** [ 0.467*%** | 1.456 | 0.838
0J 3.02 1.17 0.073 0.136 | -0.583 0.667 0.530%%* | 1.456 | 0.827
OCB 3.08 1.11 0.083 0.136 | -0.629 0.532 NA 0.863

Sign ** p<0.01, *p<0.05

4.2  Analytical Approach

The present study has used Confirmatory Factor Analysis (CFA) for the evaluation of the
measurement model with the help of the following statistics as suggested by Hu and Bantler
(1999): Chi-square/degree of freedom (x2/df), confirmatory fit index (CFI), Root mean
square of error of approximation (RMSEA), Standardized root mean squared residual (SRMR)
and PClose statistics. Further, the researchers have resorted to regression analyses using the
Bias centered bootstrap method to test the mediation effect.

4.3  Confirmatory FactorAnalysis

The model provided an excellent fit of data x2(1374) =1608.040, p<.001, x2/df=1.170,
CFI=0.989, RMSEA=.020. SRMR=0.036, PClose =0. 991 as shown in Table No. 3.
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Table 3: Model Fitness

_I_,.
Measure CMIN | DF | CMIN/DF | CFI SRMR RMSEA | PClose
Estimate 1608.04 | 1374 [ 1.17 0.989 0.036 0.02 1
Between
Threshold -- -- >0.95 <0.08 <0.06 >0.05
land3
Interpretation | -- -- Excellent | Excellent | Excellent | Excellent | Excellent

The study found excellent composite reliability of constructsas shown in Table No. 4. Table
4also presents the statistics for checking the construct validity of the three scales. Itshows that
CR of each construct is greater than 0.7, AVE of each construct is greater than 0.5, and CR of
each construct is greater than the corresponding AVE. Further, MSV of each construct is less
than the corresponding AVE and the square root of AVE of each construct is greater than the
correlation between other structures. Thus, the validity of the scales is confirmed (Hair, Black,
Babin, and Anderson, 2010).

Table 4: Construct Validity

CR [AVE |MSV |MaxRH) |OJ Js OCB
0oJ 0.877 |0.681 |0.299 |0.977 0.825

Js 0.875 |0.659 |0.299 |0.975 0.547*%% | 0.812

OCB |0.764 |0.655 | 0265 |0.964 0.515%%% | 0.453%%* | 0.809

Further, the study tested the common method bias using Herman one-factor test.This is done
by extracting only one factor with an eigenvalue of more than one and checking whether the
variance explained by first factor is more than 50 % or not. As the first factor explained only
43.67 % variance, it can be confirmed that there is no issue of bias (Table- 5).

Table 5: Hermann Test: Total Variance Explained using one factor only

Component |[nitial Eigenvalues Extraction Sums of Squared Loadings
Total % of VarianceCumulative % [Total % of Variance|Cumulative %
1 7.861 43.672 43.672 7.861 43.672 43.672

Table 6 shows the factor loading of the variables with their constructs confirming the
individual contribution of each variable in explaining the constructs.

4.4  Hypothesis Analysis

After the assessment of thestructural model fit of the data with test statistics [y2 (1374) =
93.395, p < .001, 2/ df= 1.170, CFI = 0.989, RMSEA = .020., SRMR = 0.036,PClose =
0.992]; proposed hypotheses weretested using the regression analysis, path analysis and SEM
(Tables 7 and 8).
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Table 7 Regression analysis & Hypothesis Testing

Estimate S.E. CR. P Conclusion
IS <—- | O] .56 .039 13.729 TEE H2accepted
OCB | <--| IS 25 .048 5.078 Ll H3accepted
OCB | <-—--| OJ 39 046 8.009 otk Hlaccepted

Table 7shows the result of regression analyses. Hypothesis 1 posited a significant association
between OJ andOCB. The standardized regression weight of 0.39 (SE= 0.046, t= 8.009, p-
value < 0.001) affirms the significant impact of OJ on OCB. This supports Hypothesisl.
Similarly standardized regression weight of 0.56 (SE= 0.039, t= 13.729, p-value < 0.001) and
0.25(SE= .048, t= 5.078, p-value < 0.001) quantifies the significant relation between OJ&JS
and between JS&OCB respectively, supporting hypothesis 2 and 3 respectively.

Table 8 Mediation (Indirect Effect) analysis

Hypothesis Direct Effect| Indirect Effect | Total Conclusion
Effect
0J >IS=>0CB 0.39] %%* 0.139%:%* 0.530%** | Hyaccepted (Partial Mediation)

Table 8 presents the result to test Hypothesis 4 that posited that JS mediates the relation
between OJ and OCB. Table 8shows a significant indirect effect (relation between OJ and
OCB through JS (path ab= 0.139***). This confirms the role of JS as a mediator. Moreover,
the direct relation between OJ and OCB (path ¢’=.0.391***) is also significant. Thus, it can
be inferred that JS acts as a partial mediator in the relation between OJ and OCB.

Figure 2 structural Model

.. 139%*
..56%* ..25%*

/

..391**

**p<.001

5 Discussion:

The present study purported four hypotheses. The findings validated all the hypotheses. The
perception of fairness helps every member identifies with the organization, understand the
goals and accept it not as compliance but internalization thereby evoking OCB. Thus,the first
hypothesis that assumed the relation of OJ and OCB was found true. This supports the earlier
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findings of; Karriker and Williams, 2009. Similarly, the study revealed thatthe feeling of
being treated fairly instills a feeling of satisfaction (Hypothesis 2) that (JS) fosters an
atmosphere of citizenship behaviour (Hypothesis 3). The findings are also consistent with the
works of Farmer et al. 2003 (H2) and Abdullaet al, 2011 and Lu, Liu, Sui, & Wang, 2015
(H3). Finally, the empirical findings of the present research support the conceptual
foundation that there is a direct as well as the indirect influence of OJ on OCB; and JS
mediates the relation between OJ and OCB, thereby, supporting H4. The validation of H4 is
in sync with the findings of researchers such as Mashi, 2017; Nguni et.al 2006.

Thus, it can be concluded that perceived fairness (OJ) influences the opinion and judgment of
individuals toward their job. Personnel perceiving positive fairness develop a positive attitude
that results in job satisfaction. Satisfied employees reciprocate by working extra hard for the
organization displaying OCB.

6 Practical Implications:

Besides, enriching the existing extant literature on OCB, OJ, and JC; the present study also
provides ample contribution to the administrators, researchers, and scholars. While the role of
the police had always been of significance; in the present scenario, it has become supreme.
Not only do they have to stay vigilant to ensure a law-and-order situation; but also have to
educate, communicate, persuade, cajole and coerce the vox populi to stay inside. Besides,
they are also entrusted to maintain the situation smoothly and fairly during the festivals,
elections or rallies which are an integral part of India. The performance of such tasks
necessitates the police personnel has a strong commitment to go the extra mile beyond the
routine compliance and mechanical job description. This study, besides emphasizing the need
and importance of OCB, provides a model to administrators to suggest how OCB can be
fostered, nurtured, and become contagious. The study contends that an organisation where
there is fairness in decision outcomes (evaluations, pay, promotion), fairness in the process
(voice, unbiasedness, consistency, accuracy, representation, correctability), fairness in
interaction (respect, propriety, justification, trustworthiness) provide an atmosphere of trust
and satisfaction among the personnel that ultimately lead to higher OCB.

7 Limitations and Future Scope:

While every endeavor has been taken to ensure completeness in the study, the researchers
firmly believe that there is always room for improvement. The prominent limitations of the
present work along with the future scope are given below.First, the present study has used a
cross-sectional design. Results based on cross-sectional design cannot be inferred with
certainty to generalize the causal relationshipbetween the variables. Future researchcan
explore the relations using a longitudinal study or experimental research. Second, a
questionnaire-based survey often suffers from the social desirability bias of the respondents
who deliberately or unknowingly present a rosy picture of the displayed behaviour. Third,
while Herman test had ensured the absence of common method bias in the present study;
there can be instances of common method variance when data regarding different variables
such as OJ (independent variable), JS (mediating variable), and OCB (dependent variable) are
collected from the same source. Future research must employ various sources of data
collection, such as supervisory-rated response in addition to the employee-reported response.
Finally, while the scales adopted in the present study have been shown excellent reliability
and validity, further research might use different scales to consolidate the findings.

http.//jier.org 2438



Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

References:

1.

2.

10.

1.

12.

13.

14.

15.

16.

17.

18.

19.

Abdulla, J., Djebarni, R., &Mellahi, K. (2011). Determinants of job satisfaction in the
UAE: A case study of the Dubai police. Personnel Review, 40,No.1, pp 126-146.

Aryee, S., Budhwar, P.S. and Chen, Z.X. (2002), “Trust as a mediator of the relationship
between organizational justice and work outcomes: test of a social exchange model”,
Journal of Organizational Behavior, Vol. 23 No. 3, pp. 267-285.

Barnard, C.I. (1938), The Functions of the Executive, Harvard University Press,
Cambridge, MA.

Bennett, R. R. (1997). Job satisfaction among police constables: A comparative study in
three developing nations. Justice Quarterly, 14, No.2, 295-323.

Belwalkar, S; Vohra, V andPandey, P"The Relationship between Workplace Spirituality,
Job Satisfaction and Organizational Citizenship Behaviours — An Empirical Study",
Social Responsibility Journal, Volume 14, Issue 2, pp 410-430.

Bies, R. J., & Moag, J. S. (1986). Interactional justice: Communication criteria for justice.
In B. Sheppard (Ed.), Research on negotiation in organizations, JAI Press, Greenwich,
CT.pp, 43-55

Blau, P.M. (1964), Exchange and Power in Social Life, Wiley, New York, NY.

Bradford, B., Quinton, P., Myhill, A., & Porter, G. (2013). Why do ‘the law’ comply?
Procedural justice, group identification and officer motivation in police organizations.
European Journal of Criminology, Vol 11, No.1, pp110-131.

Byrne, Z.S. And Cropanzano, R (2001). The History of Organizational Justice: The
Founders Speak. In Cropanzano (Ed.) Justice in the Workplace: From Theory to Practice,
3-26, Mahwah, NJ, Lawrence Erlbaum Associates, Inc.

Cedwyn, F &Awamleh, R. (2006). Impact of Organizational justice in an expatriate work
environment, Management research News. 29, (11), 701-712.

Cohen-Charash, Y; & Spector, P.E (2001).The role of Justice in organizations: A Meta-
analysis. Organizational behaviour and human Decision processes, 86(2), 278-321

Centre for the Study of Developing Societies (2019) Status of Policing in India Report
(SPIR) 2019, New Delhi, India: Common Cause and Lokniti

Carr, J & Maxwell, S.R (2018) Police officers’ perceptions of organizational justice and
their trust in the public, Police Practice and Research, 19:4, 365-379.

Chan, J., & Doran, S. (2009). Staying in the job: Job satisfaction among mid-career
police officers. Policing, Vol 3, No. 1, pp 66-77.

Chan, S.H.J. and Lai, H.Y.I. (2017), “Understanding the link between communication
satisfaction, perceived justice and organizational citizenship behavior”, Journal of
Business Research, Vol. 70 No. 1, pp. 214-223.

Chen, Z.X. and Aryee, S. (2007), “Delegation and employee work outcomes: an
examination of cultural context of mediating processes in China”, The Academy of
Management Journal, Vol. 50 No. 1, pp. 226-238.

Christen, M., Iyer, G. and Soberman, D. (2006). Job Satisfaction, Job Performance, and
Effort: A Reexamination Using Agency Theory, Journal of Marketing, Vol. 70, No. 1, pp.
137-150.

Colquitt, J.A., Conlon, D.E., Wesson, M.J., Porter, C. and Ng, K.Y. (2001), “Justice at
the millennium: ameta-analytic review of 25 years of organizational justice research”,
Journal of AppliedPsychology, Vol. 86 No. 3, pp. 425-445.

Colquitt, J.A. (2001), “On the dimensionality of organizational justice: a construct
validation of a measure”, Journal of Applied Psychology, Vol. 86 No. 3, pp. 43-55.

http.//jier.org 2439



Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

Coyne I, Ong T (2007) Organizational citizenship behaviour and turnover intention: a
cross-cultural study. Int ] Hum Resour Manag 18(6):1085—-1097.

Crank, J. P., Regoli, B., Hewitt, J. D., & Culbertson, R. G. (1993). An assessment of
work stress among police executives. Journal of Criminal Justice, Vol 21, No. 4, 313—
324.

Cranny, C. J., Smith, P. C., & Stone, E. (1992). Job satisfaction: How people feel about
their jobs. New York, NY: Lexington Press.

Cropanzano, R., & Mitchelle, M. S. (2005). Social exchange theory: An interdisciplinary
review. Journal of Management, 31(6), 874-900.

Crow, M.M., Lee, C.-B. and Joo, J.-J. (2012) ‘Organizational justice and organizational
commitment among South Korean police officers: an investigation of job satisfaction as
a mediator’, Policing: An International Journal of Police Strategies and Management,
Vol 35, No. 2, pp 402-23.

DeConinck, J.B., Stilwell, C.D. and Brock, B.A. (1996), “A construct validity analysis of
scores on measures of distributive justice and pay satisfaction”, Educational and
Psychological Measurement, Vol. 56 No. 6, pp. 1026-1036.

De Lara, P.Z.M. (2008), “Fairness, teachers’ non-task behavior and alumni satisfaction:
the influence ofgroup commitment”, Journal of Educational Administration, Vol. 46 No.
4, pp. 514-538.

Dong, L1, Nguyen Ngoc Duy Phuong (2018)‘Journal of Asian Finance, Economics and
Business Vol 5 No 3, pp 113-119.

Ehrhart, M. G. (2004). Leadership and procedural justice climate as antecedents of unit-
level organizational citizenship behavior. Personnel Psychology, 57(1), 61-94.

Farmer, S.J., Beehr, T.A. and Love, K.G. (2003) ‘Becoming an undercover officer: a
note on fairness perceptions, behavior, and attitudes’, Journal of Organizational Behavior,
24, No. 1, pp373-87.

Foote, D.A. and Tang, T.L-P. (2008), “Job satisfaction and Organizational Citizenship
Behavior (OCB): does team commitment make a difference in self-directed teams?”,
Management Decision, Vol. 46 No. 6, pp. 933-947.

Ellickson, M. C., & Logsdon, K. (2002). Determinants of job satisfaction of municipal
government employees. Public Personnel Management, 31(3), 343-358.

Gaskin, J. & Lim, J. (2016), "Model Fit Measures", AMOS
Plugin. Gaskination'sStatWiki.

George, J. M., & Jones, G. R. (2012). Understanding and Managing Organizational
Behavior. Upper Saddle River, NJ: Prentice Hall.

Gorgievski, M. J., Stephan, U., Laguna, M., and Moriano, J. A. (2018). Predicting
entrepreneurial career intentions: values and the theory of planned behavior. J. Career
Assess. Vol 26, No. 3, pp 457475

Greenberg, J. (1980). Attentional focus and locus of performance causality as
determinants of equity behavior. Journal of Personality and Social Psychology, 38(4),
579-585.

Hair, J.F., Black, W.C., Babin, B.J. and Anderson, R.E. (2010), Multivariate Data
Analysis: A GlobalPerspective, 7th ed., Pearson Prentice Hall, Uppersaddle River, NJ.
Haas, N. E., Van Craen, M., Skogan, W. G., & Fleitas, D. M. (2015). Explaining officer
compliance: The importance of procedural justice and trust inside a police organization.
Criminology and Criminal Justice, Vol 15, No. 4, pp 442-463.

Hackman, J.R. and Oldham, G.R. (1975), “Development of the work diagnostic survey”,
Journal of Applied Psychology, Vol. 60 No. 2, pp. 159-170.

http.//jier.org 2440



file:///C:/%22http:/statwiki.kolobkreations.com%22

Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

55.

Hackman, J.R. and Oldham, G. (1976), “Motivation through the design of work: test of a
theory”, Organizational Behavior and Human Performance, Vol. 16, pp. 250-279.
Hazzi O.A. (2018) Organizational Citizenship Behavior: A Holistic Review. In:
Farazmand A. (eds) Global Encyclopedia of Public Administration, Public Policy,
and Governance. Springer, Cham.
Homans, G.C. (1961), Social Behavior: Its Elementary Forms, Harcourt, Brace&World,
NewYork, NY.
Indarti,S.SolimunSolimun, Adji Achmad Rinaldo Fernandes, Wardhani Hakim, "The
effect of OCB in relationship between personality, organizational commitment and job
satisfaction to performance", Journal of Management Development,
Irving, G.P; Coleman, D.F; Bobocel, D.R (2005). The Moderating Effect of Negative
Affectivity in the Procedural Justice-Job Satisfaction Relation. Canadian Journal of
Behavioural Science, Vol 37, No 1,pp 20-32.
Greenberg, J. (1990), “Organizational justice: yesterday, today and tomorrow”, Journal
ofManagement, Vol. 16, pp. 399-432.
Jahanjeb, K, and Mohantim J (2020), "The relationship between organizational justice
and organizational citizenship: the mediating effect of organizational commitment and
the moderating role of power distance", Human Resource Management International
Digest, Vol. 28 No. 7, pp. 7-9.
Judge, T. A., & Ilies, R. (2004). Affect and job satisfaction: A study of their relationship
at work and at home. Journal of Applied Psychology, 89, 661—- 673
Judge, T. A., Weiss, H. M., Kammeyer-Mueller, J. D., & Hulin, C. L. (2017, January 26).
Job Attitudes, Job Satisfaction, and Job Affect: A Century of Continuity and of Change.
Journal of Applied Psychology. Advance online publication.
Karriker, J. H., & Williams, M. L. (2009). Organizational justice and organizational
citizenship behavior: A mediated multifoci model? Journal of Management, 35(1), 112—
135
Kuo, S. Y. (2015). Occupational stress, job satisfaction, and affective commitment to
policing among Taiwanese police officers. Police Quarterly, 18, 27-54.
Kumar, T. (2017). Factors Impacting Job Satisfaction Among Police Personnel in India:
AMultidimensional Analysis. International Criminal Justice Review, Vol 27, No.2, pp
126-148.
Kwak, S. (2016), “The effects of organizational justice and job characteristics on
organizationalcitizenship behavior in the Korean civil service”, International Information
Institute, Vol. 19 No. 3, pp. 751-757.
Lambert, E.G. (2010), “The relationship of organizational citizenship behavior with job
satisfaction, turnover intent, life satisfaction, and burnout among correctional staff”,
Criminal Justice Studies, Vol. 23 No. 4, pp. 361-380.
Lambert, E. G., Qureshi, H., Hogan, N. L., Klahm, C., Smith, B., & Frank, J. (2015). The
association of job variables with job involvement, job satisfaction, and organizational
commitment among Indian police officers. International Criminal Justice Review, Vol 25,
No.2, pp194-213.
Lawler, E. E., IIl. (1977). Reward systems. In J. R. Hackman & J. L. Suttle (Eds.),
Improving Life at Work: Behavioral Science Approaches to Organizational Changes,
Santa Monica, CA: Goodyear Publishing
Liljegren, M. & Ekberg, K. (2009). The associations between perceived distributive,
procedural, and interactional organizational justice, self-rated health and burnout. Work,
Vol 33, No. 1, pp 43-51.

http.//jier.org 2441


https://www.emerald.com/insight/publication/issn/0967-0734
https://www.emerald.com/insight/publication/issn/0967-0734

Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

Lin CP (2008) Clarifying the relationship between organizational citizenship behaviors,
gender, and knowledge sharing in workplace organizations in Taiwan. J Bus Psychol
22(3):241-250.

Locke, E. (1976) ‘The nature and causes of job satisfaction’, in: M. Dunnell (Ed.),
Handbook of Industrial and Organizational Psychology, Chicago, IL.: Rand-McNally.
Lu, L., Liu, L., Sui, G.,, & Wang, L. (2015). The associations of job stress and
organizational identification with job satisfaction among Chinese police officers: The
mediating role of psychological capital. International Journal of Environmental Research
and Public Health, Vol 12, No. 2, pp 15088-15099.

Manning, P. K. (1977). Police work: The social organization of policing. Cambridge,
MA: MIT Press.

Mashi, M.S. (2017) ‘The Mediating role of Job Satisfaction in the Relationship between
Organizational Justice and Employee Outcomes’, International Journal of Public
Administration, Vol 21, No.16, pp 1351-1360.

Masterson, S. S., Lewis, K., Goldman, B. M., & Taylor, M. S. (2000). Integrating Justice
and Social Exchange: The Differing Effects of Fair Procedures and Treatment on Work
Relationships. The Academy of Management Journal, 43(4), 738-748.

Meynhardta, T., Briegerb, S.A. and Hermann, C. (2018), “Organizational public value
and employee life satisfaction: the mediating roles of work engagement and
organizational citizenship behavior”, The International Journal of Human Resource
Management, available at: https://doi.org/10.10 80/09585192.2017.1416653

Moorman, R.H., Blakely, G.L. and Niehoff, B.P. (1998), “Does perceived organizational
support mediatethe relationship between procedural justice and organizational citizenship
behavior?”, Academyof Management Journal, Vol. 41 No. 3, pp. 351-357.

Morris, A., Shinn, M. and DuMont, K. (1999) ‘Contextual factors affecting the
organizational commitment of diverse police officers: a levels of analysis perspective’,
American Journal of Community Psychology, Vol27, No.1, pp 75-105.

Mowday, R.T., Porter L.W. and Steers, R.M. (1982). Employee-Organizational Linkages:
The Psychology of Commitment, Absenteeism and Turnover. New York: Academic
Press.

Myhill, A. and Bradford, B. (2013) ‘Overcoming cop culture? Organizational justice and
police officers’ attitudes toward the public’, Policing: An International Journal of Police
Strategies and Management, Vol 36, No.2, pp 338-56.

Nadiri, H. and Tanova, C. (2010), “An investigation of the role of justice in turnover
intentions, job satisfaction, and organizational citizenship behavior in hospitality
industry”, International Journal of Hospitality Management, Vol. 29, No.1, pp. 33-41.
Nalla, M. K., Rydberg, J., &Mes’ko, G. (2011). Organizational factors, environmental
climate, and job satisfaction among police in Slovenia. European Journal of Criminology,
Vol 8, No.2, pp 144-156.

Nalla, M. K., & Kang, W. (2012). Organizational climate, perceived citizen support, and
job satisfaction of police officers: Findings from the post-grand reform era in South
Korea. Asian Journal of Criminology, Vol 7, No.2, pp 153-171.

Nasra, M. A.; Heilbrunn, S. (2015). Transformational Leadership and Organizational
Citizenship Behavior in the Arab Educational System in Israel: The Impact of Trust and
Job Satisfaction. Educational Management Administration & Leadership, Volume 44,
Issue 3, Pages 380-396.

http.//jier.org 2442


https://doi.org/10.10

Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

71.

72.

73.

74.
75.

76.

77.

78.

79.

80.

81.

82.

83.

84.

85.

Netemeyer R, Boles J, McKee D and McMurrian R (1997) An investigation into the
antecedents of organizational citizenship behaviors in a personal selling context. Journal
of Marketing 61(3): 85-98.

Ng, Lee-Peng; Choong, Yuen-Onn; Kuar, Lok-Sin; Tan, Chun-Eng; Teoh, Sok-Yee
(2019). Job satisfaction and organizational citizenship behaviour amongst health
professionals: The mediating role of work engagement. International Journal of
Healthcare Management, DOI: 10.1080/20479700.2019.1698850

Nix, J., & Wolfe, S. E. (2016). Sensitivity to the Ferguson effect: The role of managerial
organizational justice. Journal of Criminal Justice, Vol, 47,No 1, pp 12-20.

Nunnally, J.C. (1978), Psychometric Theory, McGraw-Hill, New York, NY.

Nurjanah ,S Vina PeJSanti& Agung Wahyu Handaru (2020) , The influence of
transformational leadership, job satisfaction, and organizational commitments on
Organizational Citizenship Behavior (OCB) in the inspectorate general of the Ministry of
Education and Culture, Cogent Business & Management, Volume 7, Issue 1, pp. 1-12.
Organ, D.W. (1988), Organizational Citizenship Behavior: The Good Soldier Syndrome,
LexingtonBooks, Lexington, MA.

Pearce, C. L., & Sims, H. P., Jr. (2002). Vertical versus shared leadership as predictors of
the effectiveness of change management teams: An examination of aversive, directive,
transactional, transformational, and empowering leader behaviors. Group Dynamics:
Theory, Research, and Practice, Vol 6, No. 2, pp 172—-197.

Podsakoff, P.M., MacKenzie, S.B., Moorman, R.H. and Fetter, R. (1990),
“Transformational leaderbehaviors and their effects on followers’ trust in leader,
satisfaction, and organizationalcitizenship behaviors”, Leadership Quarterly, Vol. 1 No.
2, pp- 107-142.

Podsakoff PM, MacKenzie SB, Paine JB, Bachrach DG (2000) Organizational
citizenship behaviors: a critical review of the theoretical and empirical literature and
suggestions for future research. ] Manag , Vol 26, No. 3, pp 513-563.

Podsakoff NP, Blume BD, Whiting SW, Podsakoff PM (2009) Individual- and
organizational-level consequences of organizational citizenship behaviors: a meta-
analysis. J Appl Psychol Vol 94, No. 1, pp 122—-141.

Podsakoff, P.M., MacKenzie, S.B. and Hui, C. (1993), “Organizational citizenship
behaviors andmanagerial evaluations of employee performance: a review and
suggestions for future research”,in Ferris, G.R. (Ed.), Research in Personnel and Human
Resources Management, Vol. 11,JAI Press, Greenwich, CT, pp. 1-40.

Qureshi, H., Frank, J., Lambert, E., Klahm, C. and Smith, B. (2017) ‘Organizational
justice’s relationship with job satisfaction and organizational commitment among Indian
police’, Police Journal: Theory, Practice and Principles, Vol 90, No. 1, pp 3-23.

Rathi, N. and Barath, M. (2013) ‘Work-family conflict and job and family satisfaction:
moderating effect of social support among police personnel’, Equality, Diversity, and
Inclusion: An International Journal, Vol 32, No. 4, pp 438-54.

Saifi, LA. and Shahzad, K. (2017), “The mediating role of job satisfaction in the
relationship betweenorganizational justice and organizational citizenship behavior”,
Pakistan Journal of Commerce &Social Sciences, Vol. 11 No. 1, pp. 125-145.

Sharma, S., Rastogi, R., & Garg, P. (2013), “Workplace Spirituality and Managerial
Effectiveness among Indian Managers”, International Journal of Indian Culture and
Business Management, Vol. 6 No.3, pp. 382-390.

http.//jier.org 2443


https://doi.org/10.1080/20479700.2019.1698850

Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

86.

87.

88.

&9.

90.

91.

92.

93.

94.

95.

96.

97.

98.

99.

Shokerkon, H and Neamii, A (2003) survey simple regression and multiple regression
between organizational justice and job satisfaction. Journal of education and psychology.
Vol 201, No.1, .57-70 .

Singh, R., & Nayak, J. K. (2015). Mediating role of stress between work-family conflict
and job satisfaction among the police officials: Moderating role of social support.
Policing: An International Journal of Police Strategies & Management, Vol 38, No.4, pp
738-753.

Smith, P., Kendall, L. and Hulin, C. (1969), The Measurement of Satisfaction in the
Work and Retirement, Rand McNally, Chicago, IL..

Smith, C. A., Organ D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its
nature and antecedents. Journal of Applied Psychology, 68, 653- 663.

Spector, P. E. (1997). Job satisfaction- Application, assessment, cause, and consequences.
Thousand Oakes, CA: Sage.

Suliman, A. and Kathairi, M.A. (2013), “Organizational justice, commitment and
performance in developing countries: the case of the UAE”, Employee Relations, Vol. 35
No. 1, pp. 98-115.

Sweeney, P.D. and McFarlin, D.B. (1993), “Workers’ evaluations of the ‘ends’ and the
‘means’: an examination of four models of distributive and procedural justice”,
Organizational Behavior and Human Decision Processes, Vol. 55, No. 1, pp. 23-40.
Takeuchi, R., Bolino, M.C. and Cheng-Chen, L. (2015), “Too many motives? The
interactive effects of multiple motives on organizational citizenship behavior”, Journal of
Applied Psychology, Vol. 100 No. 4, pp. 1239-1248.

Talachi, R. K., Gorji, M. B., &Boerhannoeddin, A. B. (2014). The Role of Job
Satisfaction in Employees’ OCB. Collegium Antropologicum, 38(2), 429-436.

Weiss, H.M., Suckow, K. and Cropanzano, R. (1999), “Effects of justice conditions on
discrete emotions”, Journal of Applied Psychology, Vol. 84 No. 5, pp. 786-794.

Wagner, J. A., & Hollenbeck, J. R. (2010). Organization Behavior, Securing Competitive
Advantage (revised edition). New York: Routledge.

Walumbwa, F. O., Hartnell, C. A., & Oke, A. (2010). Servant leadership, procedural
justice climate, service climate, employee attitudes, and organizational citizenship
behaviour: A cross level investigation. Journal of Applied Psychology, 95(3), 517-529.
Williams, L. J., & Anderson, S. E. (1991). Job satisfactionand organizational
commitment as predictors oforganizational citizenship and in-role behaviors.Journal of
Management, Vol 17, No. 3, pp 601-617.

Yadav, L.K. and Gupta, P. (2017), “Procedural justice, job satisfaction and
organizational citizenshipbehaviour: mediating role of organizational trust — Indian
tourism industrystudy”, Managementand Labour Studies, Vol. 42 No. 3, pp. 275-292.

100.Yardan, E.D., Kose, S.D. and Kose, T. (2014), “The effect of employees’ perceptions

oforganizational justice on organizational citizenship behavior: an application in
Turkishpublic hospital”, Journal of Human Resources Management and Labor Studies,
Vol. 2 No. 2,pp. 129-148

101.Yen HR, Niechoff BP (2004) Organizational citizenship behaviors and organizational

effectiveness: examining relationships in Taiwanese banks. J Appl Soc Psychol
34(8):1617-1637.

102.Zainalipour, H., Fini, A. A. S., &Mirkamali, S. M. (2010). A Study of Relationship

between OrganizationalJustice and Job Satisfaction among Teachers in Bandar Abbas
Middle School. Procedia - Social andBehavioral Sciences, 5(1), 1986-1990.

http://jier.org 2444



	1.Introduction:
	Policing in India:
	1Introduction to variables
	1.1Organization Citizenship Behavior:
	1.2Organizational Justice:
	1.3Job Satisfaction:

	2Literature Review and Hypothesis Development
	2.1Organizational Justice and Organization Citizenshi
	2.2Organizational Justice and Job Satisfaction:
	2.3JS andOCB:
	2.4JS as mediator

	3Research Methodology:
	3.1Sample Collection
	3.2Constructs Used:

	4Result
	4.1Descriptive Statistics
	4.2Analytical Approach
	4.3Confirmatory FactorAnalysis
	4.4Hypothesis Analysis

	5Discussion:
	6Practical Implications:
	7Limitations and Future Scope:

