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The aim of this study is to examine the association between organizational
justice and organizational citizenship behavior (OCB) among female workers
in Saudi Arabia. Organizational justice has been acknowledged as a
significant predictor of employee attitudes and behavior; however, its impact
on the OCB of female workers in Saudi Arabia remains underexplored. To
address this research gap, a cross-sectional survey was conducted among
female workers in various organizations in Saudi Arabia. The study assessed
organizational justice by considering three dimensions: distributive fairness,
procedural fairness, and interactional fairness. Additionally, OCB was
measured using a scale adapted from previous research. The collected data
were subjected to regression analysis. The study findings indicate a positive
relationship between organizational justice and OCB among female workers
in Saudi Arabia. Specifically, distributive fairness, procedural fairness, and
interactional fairness exerted a significant positive influence on OCB. This
research contributes to the existing literature by providing empirical
evidence on the impact of organizational justice on OCB among female
workers in Saudi Arabia. Furthermore, it extends prior research by
investigating the specific dimensions of organizational justice that affect OCB.
Nonetheless, there are certain limitations to this study. Firstly, its cross-
sectional nature restricts the ability to draw causal inferences. Moreover, the
absence of comparisons with other cultural and national contexts represents
another limitation. In conclusion, this study holds important implications for
organizations in Saudi Arabia and elsewhere that aim to foster OCB among
female workers. The findings suggest that enhancing organizational justice
can lead to positive work behaviors among female employees. Future
research should explore the generalizability of these findings to other
contexts and investigate the potential moderating effects of cultural factors.

© 2023 The Authors. Published by IASE. This is an open access article under the CC
BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/).

1. Introduction

when compared to countries belonging to the
Organization for Economic Cooperation and

Organizational citizenship behavior (OCB) refers
to actions carried out by employees that are
genuinely in the best interest of the organization
where they are employed. In the context of female
workers, it is important to shed light on the
background regarding the participation of women in
the labor force in the Kingdom of Saudi Arabia.
Notably, in 2018, the unemployment rate among
women with tertiary education qualifications in the
Kingdom was found to be the highest on average
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Development (Albahoth, 2018). Economies in the
Arab region are opening up in recent years to foreign
investments, which has created a need for skilled
labor and transformed the composition of the
workforce and the nature of women’s employment
in this region (Alhshedi et al., 2020). According to
Alhshedi et al. (2020), the government of Saudi
Arabia encourages the participation of women in the
private sector through the Saudization program. The
Saudi government has unlocked an economic
transformation strategy that reveal the full potential
of its competitive advantages in the last few years.
Along with the (Saudi 2030 Vision), the government
has implemented strategies and reform legislation to
fulfill the desired goals and create a sustainable
future for the country (Amirat and Zaidi, 2020). For
example, the Ministry of Human Resource and Social
Development has set up several programs to
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empower female participation in the workforce and
to increase their lower unemployment rate.
Consequently, this has made a dramatic expansion of
the numbers of Saudi female workforce in the
private sector, in comparison with the public sector,
which increased the percentage from 24 percent in
2018 to exceed 61% in 2022.

However, the researched data on women in
management positions exclusively in the private
sector is scarce, both globally and in the Middle East
region in particular. The International Labor
Organization (ILO) data is available on legislators,
senior officials, and managers, combining the public
and private sectors in a single occupational category.
This statistical indicator reports clear progress over
the years in favor of women in management in many
countries including Saudi Arabia. However, the latest
figures available show that Middle East countries are
still the lowest in the world, mirroring their overall
situation in the labor market. The top-ranking
countries in the region registered 15 percent,
according to this indicator (ILO). By contrast, more
than half the countries globally, for which data is
available, reported that women accounted for more
than 30 percent of all managers.

As a result, this leads to what is called the “glass
ceiling.” The glass ceiling and glass shelf are an
upside-down phenomenon in the arena of female
issues, where the glass ceiling affects women's
career advancement through organizational injustice
(Tlaiss and Al Waqfi, 2022). Providing fewer
opportunities for women to be promoted into the
next job cadre as their male counterparts, while the
glass shelf affects women's intention to leave the job
due to less favorable support from their peers, and
they faced severe criticism about the job tasks
assigned to them (Young, 2010).

Despite the global interest in OCB, knowledge
about the careers of women in the Arab world is
minimal (Tlaiss and Al Waqfi, 2022). Many scholars’
research agenda targets understanding the careers
of women in the USA and European countries,
supplying little attention to women in the developing
countries of the Arab region (Alhshedi et al.,, 2020;
Aaltio and Heilmann, 2006).

This paper investigates the effects of
organizational justice on women organization
citizenship behavior in the Saudi Arabian private
sector.

2. Literature review
2.1.0CB

Organizational citizenship behavior could be
described as a person’s voluntary commitment to the
organization that is not part of his or her contractual
tasks (Alhshedi et al, 2020). Similarly, OCB is
defined as a discretionary behavior of individuals
that is unrecognized by the direct or explicit formal
reward system and promotes the effective
functioning of the organization in aggregate (Organ,
1988; 2018). OCB comprised various factors, which
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include altruism which involves helping co-workers
and colleagues; generalized compliance which
comprises more impersonal conscientious
behaviors; and courtesy which entails gestures
preventing problems for colleagues at work. The
consequence of OCB enhances organizational
efficiency through reduced need for supervision,
training, and crisis management costs.

2.2. Distributive justice

Distributive Justice has to do with fairness
regarding the rewards and benefits employees get
from the organization. This is based on Adams’
(1963) Equity theory which focused on effort-
reward fairness. Distributive Justice was defined as
fairness in the distribution of the set of rewards to a
defined circle of recipients (Clay-warner et al., 2005).
Similarly, Cropanzano et al. (2002) described
Distributive Justice as “the fairness of outcome
received.” Thus, these outcomes could include career
advancement in the organization. While based on
Clay-Warner et al. (2005) definition, the rewards or
outcomes should be distributed fairly among the
workers regardless of gender or any other subjective
criteria.

2.3. Procedural justice

Procedural Justice has to do with the concerns of
individual feelings with respect to the fairness of
formal procedures governing decisions (Masterson
et al,, 2000). According to Cropanzano et al. (2002),
noted that Procedural Justice could be seen in the
amount of employee voice in decision-making. This
is also evident from management theory which
shows the importance of participative decision-
making. Thus, Clay-Warner et al. (2005) supported
that although distributive justice and procedural
justice are fundamental determinants of employee
job outcome, they respond more to procedural
justice than they do to distributive justice (Clay-
warner et al,, 2005).

2.4. Interactional justice

Interactional Justice is an extension of Procedural
Justice, and it refers to the quality of interpersonal
relationships that occurs in distributing the output
or input between the employees (Cohen-Charash
and Spector, 2001; Cropanzano et al., 2002). Studies
found that Interactional Justice shows superiors
fairness, while procedural and distributive justices
show organizational fairness (Cohen-Charash and
Spector, 2001; Masterson et al, 2000). However,
interactional injustice may occur because of any or a
combination of the following: Unfriendly or impolite
treatment; disregarding feelings; breaking
agreements; reproach or accusation among others.

Empirical literature review shows that the
independent variables, i.e., distributive justice,
Interactional Justice, and extension of Procedural
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Justice have been found to have positive outcomes
for organizations across various countries and in
various sectors. For instance, Ismail et al. (2015)
discovered a positive relationship between career
incentives and employee performance while
distributive  justice  partially mediated the
relationship. This study was conducted on the
Nigerian working class. Rahman and Karim (2022)
found that interactional justice, distributive justice,
and procedural justice have significant relationships
with organizational performance among university
lecturers in Pakistan. Similarly, Rahman and Karim
(2022) found a significant relationship between
organizational justice and organizational citizenship

Procedural Fairness

behavior (OCB) of Teachers in Malaysia. Based on
Fig. 1 the foregoing the following hypotheses are
formulated:

H1: Distributive Justice significantly affects the
Organization Citizenship Behavior of female workers
in Saudi Arabian Organizations.
H2: Procedural Justice significantly affects the
Organization Citizenship Behavior of female workers
in Saudi Arabian Organizations.
H3: Interactional Justice significantly affects the
Organization Citizenship Behavior of female workers
in Saudi Arabian Organizations.

Organization Citizenship

Distributive Fairness

g Behavior (OCB)

Interactional Fairness

Fig. 1: Research framework

3. Measurements
3.1. Organizational justice

Organizational justice includes twelve items,
which are based on a five-point Likert scale rated
from “strongly disagree” to “strongly agree.” The
items are borrowed from the work of Sabharwal
(2014). These items are mainly based on three
different forms of organizational equity, i.e., i)
“procedural equity”, ii) “distributive equity,” and iii)
“interactional equity.”

3.2.0CB

OCB was measured by adjusting the work of
Habeeb (2019). A five-point Likert scale was also
used in the questionnaire for all items had there,
where 1=strongly disagree and 5=strongly agree.

4. Methodology

This study adopts a cross-sectional survey design.
Thus, the unit of analysis of the research is individual
women employees who work in managerial
positions in private companies in the Hail region in
the Kingdom of Saudi Arabia. Data was gathered
using an electronic structured questionnaire based
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on the Likert rating scale. A convenience sampling
technique was adopted in selecting the respondents
for the study. The study chooses the cross-sectional
survey because it sought the opinion of a population
about a specific subject matter within a short period
of time. Both descriptive and inferential statistics
were adopted in the analysis of the data collected.

5. Results of the study

A total of 54 copies of questionnaires were
retrieved and correctly filled by the respondents. Out
of 54 respondents, 12 (22.2%) were married and 38
(70.4%) were not married, while the remaining 4
(7.4%) constitute others. With respect to the
educational qualification of the respondents, the
majority are holding Bachelor's or Postgraduate
degrees representing over 90% of the total sample.
While the remaining around 4% stand for the
respondents with a high school certificate. This
shows most of the respondents are reasonably
educated. Regarding work experience, the majority
amounting to 38 (70.4%) have between one to five
years of job experience, followed by 10 (18.5%) with
six to 10 years, and 6 (11.1%) respondents have
between 11 and 15 years of experience. Finally, most
of the respondents are in the health service industry
standing for around 60%, followed by those in the
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public service with 18.5% while retail services form

3.7% shown in Table 1.

Table 1: Frequency distribution of respondents by demographic characteristics

Item Categories Frequency Percentage
1-5yrs 38 70.4
E . 6-10yrs 10 18.5
xperience 11-15yrs 6 11.1
Total 54 100
High Sch 2 3.7
. . . Bachelor 26 48.1
Educational qualification Postgraduate 26 481
Total 54 100
Married 12 22.2
. Not married 38 70.4
Marital status Others 4 74
Total 54 100
Health services public services T(Z) izg
Retail services ;
Industry 2 3.7
Others
Total 10 18.5
o 54 100
5.1. Constructs reliability in Saudi Arabian Organizations. The independent
variable was regressed against the dependent
The Cronbach’s Alpha test for internal variable. Regression analysis was conducted, and the

consistency was carried and all constructs have
values of more than 70%, which means that they are
all reliable and internally consistent (Table 2). The
data screened for normality through Skewness and
Kurtosis. Consequently, all items are within the
acceptable range of <2 and <7. See the appendix.
Similarly, Multicollinearity was checked through
correlation matrix, Tolerance, and VIF, and it was
discovered that there 1is no evidence of
multicollinearity shown in Table 2.

Table 2: Constructs reliability

Construct Cronbach’s alpha
Perceived justice 915
Distributive justice 967
Interactive justice .829
Organizational citizenship 714

Behavior

5.2. Regression results and hypotheses testing

Multiple Regression was run, and the model was
found to be significant explaining 54% of the change
in the dependent variable. Research Hypothesis 1:
Distributive  Justice significantly affects the
Organization Citizenship Behavior of female workers

results show that (f=-.221, t=-1.889, P=.065).
Distributive justice does not significantly affect the
Organization Citizenship Behavior of female workers
in Saudi Arabian Organizations shown in Table 3.
Research Hypothesis 2: According to Table 4
Procedural Justice significantly affects the
Organization Citizenship Behavior of female workers
in Saudi Arabian Organizations. The independent
variable was regressed against the dependent
variable and the results show that (f=.547, t=3.533,
P=.001). This shows that procedural justice
significantly affects the Organization Citizenship
Behavior of female workers in Saudi Arabian
Organizations shown in Table 3. Research
Hypothesis 3: According to Table 4 Interactional
justice significantly affects the Organization
Citizenship Behavior of female workers in Saudi
Arabian Organizations. The independent variable
was regressed against the dependent variable and
the results show that ($=.355, t=2.447, P=.018). This
shows that interactional justice significantly affects
the Organization Citizenship Behavior of female
workers in Saudi Arabian Organizations shown in
Table 3.

Table 3: Summary of findings

Hypotheses Findings
H1: Distributive justice significantly affects the Organization Citizenship Behavior of female workers in
. . o Not Supported
Saudi Arabian Organizations
H2: Procedural justice significantly affects the Organization Citizenship Behavior of female workers in
. . o Supported
Saudi Arabian Organizations
H3: Interactional justice significantly affects the Organization Citizenship Behavior of female workers in Supported

Saudi Arabian Organizations

Table 4: Regression results

Standardized

Unstandardized coefficients

Collinearity statistics

Model coefficients T Sig.
B Standard error Beta Tolerance VIF
(Constant) 6.987 1.082 6.458 .000
1 PJ .382 .108 .547 3.533 .001 .381 2.628
DJ -.142 .075 -221 -1.889 .065 .646 1.547
1] .320 131 .355 2.447 .018 433 2.310

VIF: Variance inflation factor
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6. Discussion of findings

This study examines the impact of organizational
justice on OCB among female workers in Saudi
Arabian organizations. The research involved data
collection, analysis, and hypothesis testing. Out of
the three hypotheses tested, two were found to be
statistically significant, while one was deemed
insignificant. Specifically, the findings indicate that
interactional justice significantly influences the
organizational citizenship behavior of female
workers in Saudi Arabian organizations. This implies
that factors such as concern, compassion, and
honesty displayed by superiors play crucial roles in
fostering organizational citizenship behavior among
female workers in Saudi Arabian organizations.
These results are consistent with the findings of
previous studies conducted by Rasheed et al. (2013)
and Jafari and Bidarian (2012).

Second, procedural justice significantly affects the
Organization Citizenship Behavior of female workers
in Saudi Arabian Organizations. This means that the
higher the procedural justice, the higher will be the
rate of women's career advancement in the
companies. Thus, factors forming procedural justice
such as fair procedures about information gathering,
opportunities, and feedback provided to employees
about decisions are fundamental in enhancing the
Organization Citizenship Behavior of female
workers. These results align with the previous
research by Rasheed et al. (2013) and Jafari and
Bidarian (2012).

Finally, Distributive Justice was not found to have
significant effects Organization Citizenship Behavior
of female workers in Saudi Arabian Organizations.
According to Niehoff and Moorman (1993),
Distributive Justice stands for perceived fairness
regarding distributing rewards among employees.
This result is contrary to those from earlier studies
(Blakely et al., 2005; Clay-warner et al., 2005; Ilies et
al,, 2007; Karriker and Williams, 2009; Yilmaz and
Tasdan, 2009; Young, 2010). This can be explained
due the fact that the majority of participants (70 %)
have less than five years of experience. Holding
managerial responsibilities play a significant role in
the interpretation of the high expectation of a fair
amount of reward and job assignments.
Consequently, researchers should be cautious in
generalizing the findings of this study to other
organizations.

7. Conclusion

The purpose of this study was to examine the
influence of organizational justice on OCB among
female workers in private organizations. A
comprehensive review of existing literature was
conducted, followed by data collection, leading to the
following conclusion: Distributive justice was found
to have no significant impact on the organizational
citizenship behavior of female workers in
organizations in Saudi Arabia, whereas both
procedural justice and interactional justice were
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found to have a significant influence on the
organizational citizenship behavior of female
workers in Saudi Arabian organizations.

8. Recommendations

According to the findings, organizations are
advised to prioritize factors associated with
organizational justice in order to foster
organizational citizenship behavior. Additionally,
organizations should consider implementing a
competitive rewards policy specifically for less
experienced employees who are hired for
managerial positions. However, it is important to
note that this study has certain limitations in terms
of its data. Consequently, it is recommended that
future researchers explore the impact of distributive
justice on organizational citizenship behavior
specifically among young managers.
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