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Abstract

The purpose of this study was to examine the effect of organizational justice (OJ) on organizational citizenship behavior
(OCB) through the mediating role of organizational commitment (OC) in the public universities in Amhara region.
Explanatory mixed research design was employed. The size of the population was 2170. Of these, 620 instructors
were selected as samples using a proportional stratified random sampling technique. Five interviewees took part in
the qualitative part of the study. The collected data were analyzed using both quantitative and qualitative techniques.
The result of one sample t-test indicated that the mean scores of OC (52.981) and OCB (71.363) were higher than the
respective test values of these variables with (t = 15.398) and (t = 5.639) at p< .05, df = 619. On the contrary, the mean
score of OJ (43.934) was lower than the test value with (t = -11.987, df = 619) at p< .05. The result of the structural
equation modeling (SEM) indicated that there were positive and statistically significant relationships among OJ, OC,
and OCB. Concerning the causal relationships, the value of R2 indicated that OJ significantly predicted 44.3 % of the
variance in OC with a standardized regression coefficient of (B = .667) at p<.05, while 29.2 % of the variance in OCB
was significantly predicted by the joint effects of OJ and OC with standardized regression coefficients of (B = .341) and
(B =.164) respectively at p<.05. Statistically significant differences were found among instructors in their perception
of OJ (F=132.833, p=.000), OC (F = 3.163, p = .024) and OCB (F = 19.071, p = .000) across the four generations
of universities. Therefore, it is concluded that OJ had a significant effect on OCB through the mediation of OC. Thus,
it is suggested to improve the current status of OJ, OC, and OCB in the research sites. of a proprietary synthetic tissue
adhesive to occlude the fallopian tubes, fully degrading and producing nonfunctional scar tissue. It has the potential to
offer safe, effective, accessible, non-surgical permanent contraception as an option to surgical sterilization with fewer
risks, contraindications, and a substantially lower cost.
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1. Introduction

Though different factors have their own contributions to the function
of organizations, organizational justice (OJ), organizational
commitment (OC) and organizational citizenship behavior (OCB)
play important roles in enhancing the success of organizations.
Specifically, OJ is concerned with employees’ perception of fair
treatment in the organization which is conceptualized in terms of
distributive, procedural, and interactional justice [1]. Whereas OC
is viewed as the desire of employees to stay in the organizations
defined in terms of affective, continuance, and normative
commitment which are related to each other [2]. Concerning
OCB, it is discretionary behavior neither in the job description nor

recognized in the formal reward system understood in altruism,
conscientiousness, sportsmanship, courtesy, and civic virtue [3].
The findings of the previous studies indicated that significant
relationships are found among OJ, OC, and OCB. For instance,
Karanja found that OJ had a significant effect on employees’ levels
of commitment [4].

Furthermore, studies conducted by Khan and Rashid and
Crow, Lee, and Joo indicated that employees’ feeling of justice
significantly influenced their OC [5,6]. In the same way, Karriker
and Williams found that employees' engagement in citizenship
activities benefits the organizations to be effective [7]. Other

Curr Trends Business Mgmt, 2025

Volume 3 | Issue 1 | 1



researchers found that employees’ level of engagement in
citizenship activities was significantly determined by OJ [8,9].
This means that employees who perceive fairness in the treatment
of their leaders are more likely to engage in citizenship behaviors.
Moreover, the findings of several studies indicated that OC had a
significant effect on the OCB of employees [10-13]. This indicates
that there are causal relationships among OJ, OC, and OCB.Based

on the discussions made so far about OJ, OC, and OCB as well as
the relationships among these variables, the researcher synthesized
a new conceptual framework for this study as indicated in Figure
1. This framework considers OJ as an independent variable that
affects OCB. It also explains OC as the mediating variable in the
relationship between OJ and OCB. OCB is considered a dependent
variable that is affected by OJ directly and indirectly.

OoC

oJ

OCB

Figure 1. The conceptual framework of the study

0J, OC, and OCB are important variables linked with the
effectiveness of any organization including higher education
institutions. The findings of many studies indicated that employees
show distrust towards the goals of the organization and exhibit
workplace aggression due to lack of fair treatment in the
organization [14,15]. These situations lead to increased turnover
intention and interpersonal deviance, exhibit counter-productive
work behavior and low commitment, and eventually, they may
pursue to leave the organization [1,16,17]. These indicate that
employees who are deprived of justice in the organization will
be susceptible to stress and burn-out leading to low productivity.
Concerning commitment, the findings of many studies indicated
that a low level of commitment leads to turnover and attrition,
absenteeism, counter-productive behavior, and decline in altruism
and compliance [18-21]. A survey conducted by Bosman,
Buttendach, and Laba showed that a high level of employee
turnover was associated with poor function of the organization and
increased costs involved in selecting and training replacements
[22]. These can cause a loss of work progress, productivity,
organizational status, and poor relationships with customers [23].
High turnover rates can increase the cost of recruitment, training,
and retention of staff, as well as negatively affect the success
of the organization in attaining strategic objectives, sustaining
competitive advantage, and keeping the morale, productivity, and
quality of work in the organization [23,24]. Similarly, the shortage
of professionally capable, motivated, and committed leaders is
another challenge in Ethiopian universities [25].

OCB is another important issue that maximizes the performance
of the organizations by encouraging employees to exert extra
effort. Though OCB contributes to the development of employees
and organizational effectiveness, it is not officially recognized
by many organizations [3]. Due to this reason, research has
not been conducted on OCB in Ethiopian higher education
institutions in general and in public universities in particular.

Bez also believed that shortage of studies related to OCB
undermines the contribution of employees in the organizations
[26]. Discrimination, organizational injustice, and habituation are
considered as the major factors that discourage employees from
engaging in OCB [27]. This will not only lead to a decrease in the
participation of employees in OCB but also enable them to engage
in counterproductive behavior such as theft and absenteeism [28].
This suggests that organizations will be effective if employees
are willing to be involved in OCB. Although several studies have
been done on OJ, OC, and OCB in various organizations, sufficient
studies have not been conducted on the effect of OJ on OCB in the
context of higher education institutions. Despite limited studies
have been done on the direct causal relationship between OJ and
OCB, a study has not been conducted on the indirect effect of OJ
on OCB through the mediation of OC in the context of Ethiopian
public universities in general and in the public universities of
Ambhara region in particular [9,29-31]. As a result, this study
examined the effect of OJ on OCB through the mediating role of
OC in the public universities in Amhara region.

1.1 Research Questions

*  What is the perception of instructors towards OJ, OC, and
OCB in the public universities in Amhara region?

*  What are the relationships among OJ, OC, and OCB in the
public universities in Amhara region?

*  What is the effect of OJ on OC and OCB in the public
universities in Amhara region?

*  What is the effect of OC on OCB in the public universities in
Ambhara region?

*  What is the indirect effect of OJ on OCB of mediated by OC
in the public universities in Amhara region?

*  Are there significant differences among instructors in their
perception of OJ, OC, and OCB in the four generations of
public universities in Amhara region?
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2. Research Methods
2.1 Research Design
Based on the nature of the study, explanatory sequential mixed
design (QUAN — qual) was employed to understand the
quantitative results in depth using the qualitative data. Explanatory
sequential mixed design has a strong quantitative orientation in

Cuantitative Data Collechon
and Analysis (QUAN)

which the researcher first gathers the quantitative data analyzes
the results, and then plans the qualitative phase of the study
using the quantitative results [32]. This design will capitalize on
the strengths and minimize the limitations of quantitative and
qualitative research approaches [33,34]. A simplified illustration
of explanatory sequential mixed design is shown in Figure 2.

Cualitative Data Collection

Int tat
and Analysis (qual) nterpretation

Figure 2: Explanatory Sequential Mixed Design, Adapted from Creswell (2014)

2.2 Population, Sample, and Sampling Techniques

There are 10 public universities in Amhara region. These
universities are categorized into four generations based on the
year of establishment. Initially, six universities were selected out
of 10 from the specified strata. That is, the University of Gondar
from the 1% generation, Wollo and Debre Markos Universities from
the 2" generation, Debre Tabor University from the 3" generation,
and Injibara and Debarq universities from the 4" generation were
selected using a stratified random sampling technique. These
stratifications also allowed us to ensure the representation of
universities from each generation and make comparisons among
respondents in their perception of servant leadership, OC, and
OCB. Then, 21 colleges were selected from the six universities
to determine the size of the population and subpopulations of the
study. Specifically, five colleges from the University of Gondar,
four colleges from Wollo University, four colleges from Debre
Markos University, four colleges from Debre Tabor University,
two colleges from Injibara University, and two colleges from
Debark University were selected using a simple random sampling
technique mainly lottery method. In this regard, a total of 2170
instructors in the selected universities were taken as the population
of the study. Of these; 731 from the 1% generation, 710 from the
2" generation, 427 from the 3™ generation, and 302 from the 4%
generation were considered as the subpopulations of the study.

Different sampling techniques are used to determine the sample
size of various studies. Item-respondent proportion requirement
is highly recommended by different authorities to determine the
size of the sample to undertake factor analysis. Though there is
no single criterion that determines the necessary sample size,
Comrey and Lee suggested that a sample size of 500 and above
would be good for carrying out factor analysis [35]. Based on the

recommendations of Everitt, Ho, and Kline, 10 respondents per
each item were used as a method to determine the sample size
of this study [36-38]. Accordingly, the sample size of this study
was 620 since the number of items under the dimensions of the
latent variables in the questionnaire was 62. After determining
the total sample size of the study, the sample size of each stratum
was determined based on the size of their population using a
proportionate stratified sampling method developed by Pandey
and Verma [39]. This helps to select representative samples from
each stratum with the assumption that the number of instructors in
the selected strata was significantly varied. Hence, the researcher
determined the sample size of each stratum by dividing the
population size of the k' strata by the total population size and
multiplying by the total sample size using Pandey and Verma's
(2008) formula as given below. i.e.

N
Where;

n, = Sample size of k" strata

N, = Population size of the k™ strata

N = Total population size

n = Total sample size

Of the total sample of 620 instructors; 209 from the 1% generation,
203 from the 2™ generation, 122 from the 3% generation, and 86
from the 4" generation were taken into the sample using the above-
given formula. This helped to avoid the misrepresentation of some
members of the population in the study. These samples were
selected using a simple random sampling technique. The summary
of the population and sample of the study are shown in Table 1
below.

Strata Name of universities Population size of each Sample size of each
university (N,) university (n,)
1* generation University of Gondar 731 209
Wollo University 280 80
2" generation Debre Markos University 430 123
3" generation Debre Tabor University 427 122
Injibara University 145 41
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4t generation Debark Universit
g y

157 45

Total

N=2170 n= 620

Table 1: Summary of Population and Sample of the Study

With regard to the qualitative phase of the study, five department
heads were included in the sample using purposive sampling
techniques to collect the qualitative data through semi-structured
interviews to further explain the quantitative results.

2.3 Data Gathering Instruments

The researcher used a standardized questionnaire to collect the
quantitative data. The questionnaire has four parts containing
close-ended items. The first part dealt with respondents'
characteristics related to sex, educational qualification, work
experience, and universities in which they have been working.
The second part of the questionnaire contains 19 items developed
by Moorman and Niehoff and Moorman to assess respondents'
perceived OJ in terms of distributive, procedural, and interactional
justice [40,41]. The third part of the questionnaire measured
respondents' perception of OC using 18 items organized into three
dimensions — affective commitment, continual commitment, and
normative commitment developed by Meyer [42]. The fourth
part of the questionnaire contains 25 items developed by Lee and
Allen to measure respondents' OCB in universities [43]. This scale
consists of five dimensions such as altruism, conscientiousness,
sportsmanship, courtesy, and civic virtue to fully understand the
status of OCB in the universities. Finally, respondents were asked
to rate items using five points of Likert-type items ranging from 1
(not at all) to 5 (very great extent) to measure, OJ, OC, and OCB in
the universities. With regard to qualitative data, a semi-structured
interview was conducted to assess the status of OJ, OC, and OCB
in the study area.

2.4 Pilot Test

A pilot test was conducted on 90 selected instructors of Bahir
Dar University to assess the reliability of the questionnaire. The
distribution of the sample for the pilot test followed the same
procedures as in the main sample of the study. Cronbach Alpha
was used to test the reliability of items. The reliability coefficients
of the instrument with Cronbach Alpha (o) = (.92, .87 & .94),
(.83, .82 & .88) and (.83, .85, .90, .86 & .88) for items about
the dimensions of OJ, OC, and OCB respectively. This shows
that items in the respective dimensions of latent variables with
reliability coefficients >.80 were found internally consistent in
measuring OJ, OC, and OCB (George & Mallery, 2010).

2.5 Data Collection Procedures

Firstly, the researcher got a permission letter from Bahir Dar
University to collect the data from the research sites. Based on the
given permission, the list of the target respondents was accessed,
and the required sample size. Respondents were provided
information about the purpose of the study before they took place
in the study. Participants were also informed about the absence of
potential risks and benefits due to participation in the study. Then,

the questionnaire was distributed to the respondents and they were
given three days to complete the questionnaire.

After the questionnaire was returned to the researcher and
analyzed the data, a face-to-face interview was conducted with
each respondent inside the compounds of the universities.

2.6 Data Analysis Techniques

Both quantitative and qualitative analysis techniques were used
to analyze the data. Specifically, a one-sample t-test was used to
measure OJ, OC, and OCB (Research question #1). Structural
equation modeling (SEM) was used to assess the relationships
among OJ, OC, and OCB (Research question #2). SEM was
employed to analyze the effect of OJ on OC and OCB of instructors
(Research question #3). The effect of OC on the OCB of instructors
was analyzed using SEM (Research question #4). SEM was also
used to analyze the indirect effect of OJ on the OCB of instructors
mediated by OC (Research question #5). One-way ANOVA was
employed to assess whether there are significant differences
among instructors in their perception of OJ, OC, and OCB in the
four generations of public universities in Amhara region (Research
question #6). Moreover, the data collected through semi-structured
interviews were analyzed qualitatively with the intent to further
understand the quantitative results in depth.

3. Results and Discussion

This section presents the results of the study according to the
themes of the research questions. It began with testing the
construct validity of the respective dimensions of latent variables
and measurement model fit through conducting exploratory and
confirmatory factor analyses.

3.1 Factor Analyses

Although there is no clear criterion to decide what is large or small,
items with factor loadings +.33 and above are considered to satisfy
the minimum level of threshold based on the recommendation of
Ho [37]. The result of the exploratory factor analysis indicated that
55 items in the respective dimensions of OJ, OC, and OCB had
high factor loadings above the cutoff point of +.33 were retained.
Specifically, the factor loading values of these items range from
.628 t0 .914 which explained more than 50 % of the variance in the
constructs was maintained. However, seven items with low factor
loadings were rejected from the analysis for they suppressed the
reliability of the results. The result of the principal component
analysis also showed that the factor loadings of OJ, OC, and
OCB dimensions with eigenvalues ranging from 1.464 to 3.896
are higher than the minimum threshold of 1. Based on the results
of construct validity, the researcher developed the measurement
model using the dimensions of OJ, OC, and OCB as indicated in
Figure 3.
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Figure 3. The proposed measurement model

Though there is little agreement among scholars on the type of (IFI), Tucker-Lewis index (TLI), comparative fit index (CFI) and
fit indices and their thresholds, the researcher used relative chi- root mean square error of approximation (RMSEA) to assess
square (CMIN/DF), goodness fit index (GFI), adjusted goodness the degree to which the measurement model fits the observed
of fit index (AGFI), normed fit index (NFI), incremental fit index covariance matrix using AMOS as indicated in Table 2.

Criteria Obtained values Threshold
Relative chi-square (CMIN/DF) 3.036 <5
Goodness of fit index (GFI) .964 >.90
Adjusted goodness of fit index (AGFI) 942 >.90
Normed fit index (NFI) 940 >.90
Incremental fit index (IFT) 959 >.90
Tucker-Lewis index (TLI) 945 >.90
Comparative fit index (CFI) 959 >.90

Root mean square error of approximation (RMSEA) .047 <.05

Table 2: AMOS outputs on the fitness indices against the criteria of the measurement model

As it has been indicated in Table 2, the measurement model point .05 with p=.000.

satisfied all the fit indices. That is, the results indicated that the

measurement model fits the observed variance—covariance matrix ~The maximum likelihood estimates of the unstandardized
by the chi-square test (CMIN/DF), 2 (N =620, df=41)=124.464, repression and standardized regression weights also confirmed that
p<.05. In addition, the fit indices of GFI (.964), AGFI (.942), NFI  all the path coefficients in the measurement model are significant
(.940), IFT (.959), TLI (.945) and CFI (.959) were higher than the at p <.05 as shown in Table 3.

threshold of .90 and RMSEA (.047) was lower than the cutoff of

Parameters/dimensions Unstandardized Standardized
Estimate S.E. CR. P Estimate
Distributive justice <--- oJ 472 .072 6.529 woHk 329
Procedural justice < oJ .859 .082 10.535 ok 709
Interactional justice <--- oJ 1.000 .659
Affective commitment <--- oC .582 .048 12.044 HAK .538
Continuance commitment <--- ocC .823 .054 15.175 HAK U731
Normative commitment <--- oC 1.0000 857
Altruism <--- OCB 1.000 .653
Conscientiousness <--- OCB 1.070 .075 14.196 Ak .690
Sportsmanship <--- OCB 1.088 .073 14.922 Hak 137
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Courtesy <--- OCB 1.172

kkok

.076 15.338 .766

Civic virtue <-m- OCB 1.147

sekok

.076 15.095 749

Table 3: Unstandardized and standardized regression weights of the measurement model

As shown in Table 3, the regression weights of all the dimensions
of OJ, OC, and OCB were significant with the critical ratio test
greater than +1.96 at p< .05. From this, it is possible to conclude
that the critical ratio tests of the 11 dimensions were extremely far
from the threshold of £1.96 indicates a significant path at p<.05.
Likewise, the standardized regression weights of all dimensions
in the measurement model were significantly represented by
their respective latent variables. Specifically, the standardized
regression weights of the observed variables in the measurement
model range from .329 (distributive justice) to .857 (normative
commitment). In other words, the observed variables explained

the respective latent constructs ranging from 10.8 % (distributive
justice) to 73.4 % (normative commitment). This indicated that
the observed variables were significantly represented by their
respective latent variables at p<.05. Therefore, the measurement
model analysis confirmed that all dimensions were internally
consistent and structurally valid to measure OJ, OC, and OCB in
the context of this study.

3.2 Status of Organizational Justice, Commitment, and Orga-
nizational Citizenship Behavior

Dimensions Mean Std. Test value Mean t-value Sig.(2-tailed)
difference
Organizational justice
Distributive justice 13.64 2.934 12 1.635 13.878 .000
Procedural justice 11.08 4.051 15 -3.924 -24.121 .000
Interactional justice 19.22 4.133 21 -1.777 -10.709 .000
Total 43.934 8.446 48 -4.066 -11.987 .000
Organizational commitment
Affective commitment 22.80 5.281 18 4.805 22.653 .000
Continuance commitment 16.04 4.778 18 -1.956 -10.196 .000
Normative commitment 14.13 3.116 12 2.132 17.037 .000
Total 52.981 8.054 48 4981 15.398 .000
Organizational citizenship behavior
Altruism 14.16 2.756 12 2.160 19.509 .000
Conscientiousness 13.92 4.943 15 -1.082 -5.451 .000
Sportsmanship 14.07 4.509 15 -.929 -5.131 .000
Courtesy 14.50 4.800 15 -.505 -2.619 .000
Civic virtue 14.72 2.207 12 2.719 30.680 .000
Total 71.363 10.433 69 2.363 5.639 .000
N=620, df = 619, *Sig. <.05

Table 4: A One-Sample t-test for the Dimensions of OJ, OC, and OCB

As indicated in Tale 4, the result of one sample t-test revealed
that the mean score of distributive justice (13.64) was greater
than the test value at (t = 13.878) at p<.05, df = 619. This means
that instructors fairly perceived the state of distributive justice in
the workplace. On the other hand, the mean scores of procedural
justice (11.08) and interactional justice (19.22) were less than the
respective test values at (t =-24.121) and (t=-10.709) respectively
at p<.05, df = 619. Hence, the mean score of OJ (43.934) was
lower than the t value (48) with (t =-11.987, df = 619) at p<.05,
indicating that OJ was observed to a small extent in the respective
universities. This result is quite similar to the qualitative result
obtained through the interview. The finding of this study is
supported by other researchers. For example, a more recent work
of Wajdee, Gurvinder, and Shehadehmofieh (2018) revealed that

employees had good perceptions of OJ in public universities,
which is congruent with this finding. However, the findings of
Cohen and Spector (2001), Spector and Fox (2002), and Vardi
and Wiener (1996) indicated that employees are exposed to stress,
turnover, dissatisfaction, low commitment, distrust, and violence
leading to low productivity due to lack of OJ in the organizations.
With regard to OC, the mean scores of affective commitment
(22.80) and normative commitment (14.13) were higher than the
respective test values at (t =22.653) and (t = 17.037) at p<.05, df
= 619. This implies that instructors were moderately committed
to carrying out their jobs due to their emotional attachment to the
universities and sense of responsibility to serve the universities.
Conversely, the mean score of continuance commitment (16.04)
was lower than the test value at (t =-10.196). Thus, the mean score
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of OC (52.981) was higher than the t value (48) with (t = 15.398,
df = 619) at p<.05, indicating that instructors in the research sites
were committed to some extent to performing their job. A similar
result was also found in the interview.

This result is supported by Jafri (2010) that academic staff had a
moderate level of commitment to maintaining membership in the
organization. Consistent with this result, Alemu (2014) at Adama
Science and Technology University revealed that instructors had
a moderate level of commitment. Research also conducted by
Salami and Omole (2005) and Temesgen (2011) revealed that
employees in the organizations were fairly committed to carrying
out their jobs. However, the result of this is contradicted by the
finding of Madsen, Miller, and John (2005) that employees had a
higher level of OC and showed a willingness to invest substantial
effort on behalf of the organizations and are loyal to it.

Moreover, the results of one sample t-test showed that the mean
scores of altruism (14.16) and civic virtue (14.72) were higher than
the respect test values at (t=19.509) and (t = 30.680) respectively.
This implies that instructors were to some extent volunteers to
support their coworkers and universities by offering important

suggestions. On the contrary, the mean scores of conscientiousness
(13.92), sportsmanship (14.07), and courtesy (14.50) were less
than the respective test values at (t = -5.451), (t =-5.131), and (t
= -2.619) respectively at p<.05, df = 619. Hence, the mean score
of OCB (71.363) was higher than the t value (69) with (t = 5.639,
df = 619) at p<.05, indicating that instructors were engaged in
citizenship activities to some extent to support the function of their
universities. This result is supported by the qualitative result that
was found through the interview. This result is quite similar to the
findings of (Akyuz, 2012; Oguz, 2011; and Polat & Celep, 2008)
on the presence of moderate levels of OCB in workplaces. The
finding of this study also supported by Turnipseed and Murkison
(2000) that OCB contributes to the organization by creating
positive workplace environments. Extra-role behaviors are also
essential for an organization, as they are likely to promote more
effective communication, which allows best practices to be shared
among employees (Ren-Tao & Heung-Gil, 2009). Employees
who engage in OCB can enhance organizational effectiveness and
efficiency by exerting extra effort beyond their duties.

3.3 Relationships among Organizational Justice, Organiza-
tional Commitment, and Organizational Citizenship Behavior

Latent variables Unstandardized Standardized
Estimate S.E. C.R. P Estimate

oJ <> oC 479 .052 9.211 ok 671

oJ <--> OCB .678 .089 7.617 HoHk 452

OCB <--> oC 332 .096 3.458 ok 212

Table S: Correlation Coefficients of OJ, OC, and OCB

As indicated in Table 5, positive and statistically significant
relationships are observed among OJ, OC, and OCB with
standardized correlation coefficients ranging from .212 to .671.
Specifically, OJ had positive correlation coefficients with OC (r =
.671) and OCB (r = .452) by the critical ratio greater than +1.96
at p<.05. This finding is congruent with the result of Ghafori and
Golparvar (2009) that OJ had positive and significant correlation
with OC because staff perceived their leader to be fair, respectful
and unbiased in their dealings. Kiray (2011) and Shekari (2011)
also found a significant relationship between OJ and OC.
Similarly, Damirchi, Hazrati, and Poushaneh (2013) reported that
a significant relationship was found between OJ and OCB. This
result is also supported by Nastiezaie and Jenaabadi (2016) also
indicated that OJ was significantly related to OCB. There is also
a positive and significant relationship between OC and OCB with
a significant correlation coefficient (r = .212) at p < .05. Studies

conducted by Gurbuz (2006) and Wasti (2003) showed that OC
was significantly associated with OCB. Similarly, the findings of
other researchers proved the presence of a significant relationship
between OC and OCB (Hannam & Jimmieson, 2002; Ibrahim &
Aslinda, 2013; Williams, Rondeau, & Francescutti, 2007). This
shows that instructors were committed to supporting the function
of their universities without expecting rewards in return. This
means that the three latent variables in the measurement model are
significantly related to each other.

3.4 Path analysis/causal relations

Based on the measurement model, the researcher developed a
structural model to examine how much of the dependent variables
in the structural model are predicted by independent variables as
shown in Figure 4.
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Latent variables Unstandardized Standardized
Estimate S.E. C.R. P Estimate

oC <--- oJ .841 144 5.856 oAk 667

OCB <--- (02) 489 162 3.018 ok 341

OCB <--- ocC .196 162 1.210 226 .164

Table 6: Unstandardized and Standardized Regression Weights of the Latent Variables in the Structural Model

The results in Table 6 indicated that except for the causal
relationship between OC and OCB, the unstandardized regression
weights of the latent variables were found significant by the critical
ratio tests greater than +1.96 at p <.05. The standardized regression
coefficients of the latent variables in the structural model ranging
from .164 to .667.After testing the structural model fit, the direct
and indirect effects of the independent variables on the dependent
variables in the structural model were analyzed to examine how
much of the variance in the dependent variables, both latent and
observed, was predicted by the independent variables that are
presented in the following subsections.

3.4.1 Direct Effects

As shown in Figure 4 and Table 6, the paths pointing from
0OJ to OC (B =.667, p<.05) and OCB ( B =.341, p<.05) have
positive standardized regression coefficients indicating that OJ
significantly predicted both OC and OCB. The standardized
regression coefficients also indicated that OJ had a more direct
effect on OC than OCB. Thus, the value of R2 indicated that OJ
significantly predicted 44.3 % of the variance in OC. Similar to
this study, Imamoglu reported that OJ had a significant effect on
OC [44]. Other researchers also supported the significant influence
of OJ on employees’ level of commitment in the workplace
[45,46]. The result of this study is also consistent with the works
of other researchers on the significant effect of OJ on OCB [47,48].

Moreover, Hassan also reported that OJ had a significant effect
on the organizations' OCB [49]. This implies that employees are
inclined to show OCB when they are fairly treated in the workplace.
The path that links OC and OCB with a standardized coefficient
(B =.164, p>.05) also indicates that OCB was not significantly
predicted by OC. The value of R2 also revealed that 29.2 % of the
variance in OCB was predicted by the joint effects of OJ and OC,
whereas the rest 71 % of the variation in OCB was attributed to the
residual that couldn’t be explained by the model. In contrast to this
result, Alotaibi and Carmeli found that OC had a significant effect
on OCB which is similar to the result of the study [10,11]. This
result is also supported by the findings of other previous studies
[12,13,50,51].

3.4.2 Indirect effect

Table 7 revealed that OJ had an indirect and significant effect on
OCB through the mediation of OC with a standardized regression
coefficient ( B =.107, p<.05). This shows that OJ had a significant
direct and indirect effect on OCB. This finding is congruent with
the finding of Ali (2016) that employees' perception of justice
indirectly and significantly influenced employees to engage in
citizenship activities to support their coworkers and organizations
through the mediating role of OC. Similarly, Jehanzeb and
Mohanty found that OC was significantly mediating the effect of
OJ perception on the OCB of employees [52].

Effect Variables oJ ocC oCB

Direct effect oC 667 - -
OCB 341 164 -

Indirect effect OCB 107 - -
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Table 7: Summary of the Direct and Indirect Effect of OJ and OC on the OCB

3.5 Generations of universities as the variances of OJ, OC, and OCB

Variables | Generations of universities | Sum of Squares df Mean Square F Sig.
oJ Between Groups 84.092 3 28.031 132.833 .000
Within Groups 129.990 616 211
Total 214.082 619
oC Between Groups 2.334 3 178 3.163 .024
Within Groups
Total
OCB Between Groups 10.493 3 3.498 19.071 .000
Within Groups 112.975 616 .183
Total 123.468 619
*Significance level at .05 level

Table 8: One-way ANOVA in OJ, OC, and OCB Scores of Instructors Based on the four Generations Of Universities

As shown in Table 8, the result of one-way ANOVA indicated that
there were statistically significant differences among instructors in
their perception of OJ at F(3,616) = 132.833,and OC at F(3,616)
= 3.163,and OCB at F(3,616) = 19.071, p = .000 based on the
four generations of universities in Amhra region. This shows that
instructors in the four generations of universities of Amhara region
had different views regarding the status of OJ, OC, and OCB.

4. Conclusions and Recommendations

4.1 Conclusions

Based on the results obtained from the empirical study, the

following conclusions are drawn.

*  The results of one sample t-test revealed that OC and OCB
were observed to some extent while OJ was found to a small
extent in the universities as perceived by instructors.

*  There were positive and statistically significant relationships
among OJ, OC, and OCB.

e OJ had a significant effect on the OC and OCB of instructors
with standardized regression coefficients of ( = .667) and (B
=.341) respectively.

* OC had a statistically significant effect on the OCB of
instructors with a standardized regression coefficient of (f =
.164) at p<.05.

e The result of R2 indicated that OJ predicted 44.3 % of the
variance in OC, while 29.2 % of the variance in OCB was
predicted by the joint effects of OJ and OC.

*  OJhad also an indirect and significant effect on OCB mediated
through OC with a standardized regression coefficient of ( =
.107) at p<.05. This shows that OJ had significant direct and
indirect effects on OCB.

»  Significant differences were found among instructors in their
perception of OJ, OC, and OCB based on the four generations
of public universities in Amhra region [53-77].

4.2 Recommendations
*  The universities need to improve the status of OJ by focusing

on procedural justice and interactional justice by validating
the fairness of methods used to make the decision.

* Itneeds to give high attention to the commitment of academic
staff to achieve the goals and objectives of the universities
effectively.

*  Motivate instructors to engage in OCB by creating awareness
about the benefit of OCB in supporting the function of the
universities. Especially, academic leaders need to encourage
instructors to be conscientious, sportsmanship, and courteous.

»  Universities need to institutionalize OCB for the successful
attainment of their mission. This means that every instructor
should have an obligation to engage in OCB as part of his/
her duty.
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