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ARTICLE INFO ABSTRACT

Background and objective: The aim of this study is to define the level of organizational citizenship
behavior and perception of organizational justice and related factors in employees of Cukurova
University Hospital.

Methodology: Our sample consisted of 159 employees. Data was collected with a sociodemographic
questionnaire, Organizational Citizenship Behavior Scale, and Perception of Organizational Justice
Scale.
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Results: All subdomain scores of organizational citizenship behavior were at the lowest quartile.
Three out of four subordinates scores of perception of organizational justice were in moderate-high
group. Only informational justice score was in low-moderate group. The significant related factors for
all subdomains of organizational citizenship behavior were number of children, occupation, and
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age, number of patients per day, and the department where the participant works. Organizational
citizenship behavior was significantly correlated with perception of organizational justice.
Conclusion: As the level of organizational citizenship behavior were found to be low and the level of
perception of organizational justice were found to be moderate-high in employees of Cukurova
University Hospital, interventions are required to improve the level of organizational citizenship
behavior and informational justice.
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typology of behavioral components as  altruism,
conscientiousness, courtesy, sportsmanship, and civic virtue
(Organ et al., 2006). Engagement with OCB by employees are
depending some preconditions (Williams et al., 2002). In 2002
Aryee et al, (2002) stated that one of such precondition is
workers’ perception of justice. In 2008 Asgari et al., (2008)
also concluded that when employees perceive justice practices
they behave positively. In 2005 Elovainio et al., (2005) have
defined organizational justice as fairness and honest treatment
to employees in the organization. Hubbel and Assad (2005)
(2005) said that it is about the process of these outcome are fair

INTRODUCTION

The concept of organizational citizenship had been used by
Organ (Organ, 1988) and others (Podsakoff et al, 2000;
DiPaola and Hoy, 2005) in 1983. Organ (1988) defined the
organizational citizenship behavior (OCB) as “the voluntary
individual action that is not defined clearly in the formal
reward and punishment system of the organization but
supporting the effectiveness and efficiency of the organization
as a whole”. Gautam (2004) and others (Asgari et al., 2008)

indicate the OCB may be described as the voluntary,
contextual or extra role performance. Despite the new
definition, “individual behavior that supports the social and
psychological context of task performance” (Organ, 1997),
most academicians still measure OCB construct via such
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or not. Cremers (2005) described that organizational justice is
the important controlling aspect in all activities of any
organizations. The concept of organizational justice is been
related with other important organizational variables such as
organizational citizenship, loyalty, motivation, organizational
climate, job satisfaction, absenteeism, productivity and release
(Forret and Love, 2008). Colquitt et al., (2001) have found that
organizational justice perceptions (OJP) strongly affect the
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attitude of workers. They stated that attitudes such as employee
job  satisfaction, turnover intentions, organizational
commitment, and workplace behavior such as absenteeism and
OCB are found to be correlated with perception of justice in
the work place. Perception of justice in the workers may
generate a state of mind with a positive attitude. This condition
may in turn lead the workers to get engage in performing OCB
(2000). According to Moorman (1993), organizational justice
is about the organizational behaviors. The evaluation of the
employees by their chiefs and their perceptions toward its
fairness determine their organizational behaviors. Morman's
theory points out the fair attitudes of managers are more
important than the just evaluations about the general
procedures. The procedural justice, who is about the formal
procedures related to the organization, focuses on the
organization generally, on the other hand, interpersonal justice
enables the workers see themselves as valuable and important
individuals. The tripartite conceptualization of organizational
justice consists of distributive, procedural, and interactional
dimensions. Distributive justice represents the perceived
fairness regarding the allocation of organizational resources;
procedural justice implies the perceived fairness of the means
and procedures used to determine those allocations; and
interactional justice means the perceived fairness concerning
the quality of interpersonal treatment, typically received from
one’s supervisor, in an organization when procedures are
enacted (Colquitt et al, 2005). On the other hand, some
describe an additional fourth dimension; informational justice
(Colquitt and Chertkoff, 2002; Nowakovski and Conlon,
2005). The aim of this study was to find the level of OCB and
OJP in employees of Cukurova University Hospital in the city
of Adana, Turkey.

MATERIALS AND METHODS

Sample

Our sample consisted of 159 employees of Cukurova
University Hospital. Data was collected and analyzed
September 2015 to February 2016. The respondents were
working in various departments of Internal, Surgical and Basic
Medical Sciences. The age range was 20 to 57 years. The
minimum duration of working in the faculty was one year
whereas the maximum was 37 years.

Questionnaires

Data was collected using sociodemographic questionnaire,
organizational citizenship behavior scale, and organizational
justice scale. The questionnaires were completed face-to-face.
Sociodemographic questionnaire included details such as age,
gender, marital status, number of children, profession, duration
of work in the profession, duration of work in this institution,
name of the department, type of work (day or night), mean
number of patients seen per day.

Organizational Citizenship Behavior Scale

The organizational citizenship scale was developed by
Podsakoff (2) and Morrison (20) for measuring the OCB. The
validity and reliability of the Turkish version was performed
by Basim (21) (2008). This scale consists of 20 items and five
subdimensions: altruism (five items), conscientiousness (four
items), courtesy (three items), sportsmanship (four items), and
civic virtue (four items). Participants rate the items on a 5-

point Likert- type scale ranging from 1 (strongly agree) to 5
(strongly disagree).

Organizational Justice Perceptions

Perception of organizational justice was measured using the
Justice Scale that was developed by Moorman. The validity
and reliability of the Turkish version was performed by
Gurbuz and Mert (22) (2009). The scale consists of 24 items
and four components; distributive (eight items), procedural
(seven items), interactional (four items), and informational
dimensions (five items). Participants rated the items on a 5-
point Likert- type scale ranging from 1 (strongly disagree) to 5
(strongly agree).

Statistical analysis

Data was coded and installed using Excel program and
analyzed using SPSS statistical pocket program. Mann-
Whitney, Kruskal Wallis and Spearman two-tail tests were
used. The level of significance was set as p < 0,05.

RESULTS
Sociodemographic data

The age range was 20-57 years, 42,4% (n=64) were in 20-30
age group, 63,7% (n=100) was female, 56,6% (n=90) was
married, 54,5% (n=85) had no children. Of respondents, 29,3%
(n=44) was specialists or assistant professors or associate
professors or full professors, 52,2% (n=82) were working in
this profession for four years maximum, 66,0% (n=105) were
working in this institution for four years maximum. For 38,1%
(n=59) of respondents, Cukurova University Hospital was the
second workplace. Many of the respondents were working in
the Internal Medical Sciences (n=101, 66,4%) and 96,1%
(n=148) had no managerial post, 45,3% (n=72) was working
during daytime, 68,1% (n=94) had no night shifts, 34% (n=50)
had one to 20 patients per day. Almost half of the respondents
(48, 4%, n=74) were public workers whereas 32, 7% (n=50)
was temporary workers (Table 1).

The Level of Organizational Citizenship Behavior

The scores of subdomains of Organizational Citizenship
Behavior for the employees of Cukurova University Medical
Faculty are shown in Table 2. All subdomain scores of
organizational citizenship behavior were at the lowest quartile.

The Level of Organizational Justice Perception: The scores
of subdomains of Organizational Justice Perception for the
employees of Cukurova University Hospital are shown in
Table 3. Three out of four subordinates scores of perception of
organizational justice were in moderate-high group. Only
informational justice score was in low-moderate group.

Sociodemographic Characteristics and Organizational
Citizenship Behavior: The sociodemographic details of the
respondents and their relationship with subdomains of
Organizational Citizenship Behavior are shown in Table 4. The
significant related factors for all subdomains of organizational
citizenship behavior were number of children, occupation, and
tenure. Age was significantly related to all subordinates except
civic virtue. Gender was significantly related to courtesy and
sportsmanship.
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Table 1. Sociodemographic details of the respondents (n=159)

n %
Gender (n=157) Female 100 63,7
Male 57 36,3
Age (n=151) (years) 20-30 64 42,4
31-40 60 39,7

41-50 17 11,3

51 and + 10 6,6
Marital status (n=159) Married 90 56,6
Single 69 43,4

Number of children (n=156) None 85 54,5
One 39 25,0

Two and more 32 20,5
Duration of work in this profession (n=157) (years) 0-4 82 52,2
5-9 33 21,0

10-14 13 8,3

15-19 15 9,6

20 and more 14 8,9
Duration of work in this institution (n=159) (years) 0-4 105 66,0
5-9 16 10,1

10-14 13 8,2

15-19 11 6,9

20 and more 14 8,8

Number of workplace since graduation (n=155) First 41 26,5
Second 59 38,1
Third 37 23,9

Fourth and more 18 11,5

Post/Occupation (n=150) Resident 37 24,7
Specialist/academic 44 29,3

Support/cleaning staff 25 16,7

Nurse/midwife 25 16,7

Secretary/receptionist 12 8,0

Technician 7 4.6
Department (n=152) Internal medical sciences 101 66,4
Surgical medical sciences 45 29,6

Basic medical sciences 6 4.0

Managerial post (n=154) Yes 6 3,9
No 148 96,1

Work type (n=159) Daytime 72 45,3
Daytime + On call 62 39,0

Shifts 25 15,7

Number of night shifts per month (n=138) None 94 68,1
Less than 5 2 1,4

5-8 19 13,8

9 and more 23 16,7

Number of patients per day (n=148) None 13 8,8
1-20 50 34

21-50 49 33,8
51-99 26 17,6

100 and more 10 5,8

Tenure (n=152) Public worker (code: 657) 74 48,7
University staff (code: 2547) 28 18,4
Temporary staff 50 32,9

Table 2. Organizational Citizenship Behavior Scale Subdomain Scores of Respondents

Altruism (n=158) n %o
5-10 141 89,2
11-15 14 8,9
16-20 0 0
21-25 3 1,9
Courtesy (n=158)

3-5 66 41,8
6-8 77 48,7
9-11 13 82
12-15 2 1,3
Consciousness (n=155)

4-9 119 76,8
10-15 34 21,9
16-20 2 1,3
Sportsmanship (n=156)

4-9 96 61,5
10-15 53 34,0
16-20 7 4,5
Civic virtue (n=159)

5-10 129 81,1
11-15 27 17,0
16-20 3 1,9
21-25 0 0
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Table 3. Organizational Justice Perception Subdomain Scores of Respondents

Distributive (n=151) N %o
8-15 10 6,6
16-20 42 27,8
21-24 0 0
25-32 54 35,8
33-40 45 29,8
Procedural (n=143)

7-13 14 9,8
14-20 48 33,5
21-27 54 37,8
28-35 27 18,9
Interactional (n=150)

4-9 60 40,0
10-15 70 46,7
16-20 20 13,3
Informational (n=149)

5-10 39 26,2
11-15 57 38,3
16-20 36 24,2
21-25 17 11,3

Table 4. Sociodemographic details and relationship with subdomains of organizational citizenship behavior (p values)

Sociodemographic details Altruism Courtesy Consciousness Sportsmanship Civic virtue
Gender NS 0,019 NS 0,005 NS

Age 0,0001 0,013 0,005 0,002 NS

Number of children 0,001 0,001 0,001 0,001 0,001

Status (public or university staff) 0,007 0,014 0,001 0,001 0,001
Working day or night time 0,003 NS 0,001 0,003 0,0001
Department NS NS NS 0,014 0,045
Number of workplace since graduation NS NS 0,021 NS NS
Occupation 0,001 0,001 0,001 0,001 0,001

NS: no significant

Table 5. Relationship between sociodemographic details and subdomains of perception of organizational justice (p values)

Distributive Procedural Interactional Informational
Age 0,001 0,024 NS NS
Number of patients per day 0,008 0,003 NS 0,028
Department NS NS 0,018 NS
Number of workplace since graduation NS 0,042 0,034 0,001

Ns: Not Significant

Table 6. Correlation between subdomains of organizational citizenship behavior (p values)

Altruism Courtesy Consciousness Sportsmanship Civic virtue
Altruism NA 0,0001 0,0001 0,0001 NS
Courtesy 0,0001 NA 0,0001 0,0001 0,0001
Consciousness 0,0001 0,0001 NA 0,0001 0,0001
Sportsmanship 0,0001 0,0001 0,0001 NA 0,0001
Civic virtue 0,0001 0,0001 0,0001 0,0001 NA

NA: not applicable NS: not significant

Table 7: Correlation between subdomains of organizational justice perception (p values)

Distributive Procedural Interactional Informational
Distributive NA 0,0001 0,0001 0,0001
Procedural 0,0001 NA 0,0001 0,0001
Interactional 0,0001 0,0001 NA 0,0001
Informational 0,0001 0,0001 0,0001 NA

NA: not applicable

The sociodemographic details of the respondents and their
relationship with subdomains of Organizational Justice
Perception are shown in Table 5. Perception of organizational
justice was significantly related to age, number of patients per
day, and the department where the participant works. The
correlation between subdomains of Organizational Citizenship
Behavior is shown in Table 6. The correlation between
subdomains of Organizational Justice Perception is shown in
Table 7.

Organizational Citizenship Behavior and Organizational

Justice

The correlation between subdomains

citizenship behavior
perception of organizational justice.

of Organizational
Citizenship Behavior and subdomains of Organizational
Justice Perception is shown in Table 8. Organizational

was significantly correlated with
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DISCUSSION

This study tested the relationships between organizational
citizenship behavior and perception of organizational justice
among a sample of employees in Cukurova University
Hospital, Adana city, Turkey. Toour knowledge, there are very
few studies in OCB and organizational justice perception in the
health sector in our country. Results of this study revealed that
medical faculty workers’ level of organizational citizenship
behavior was low whereas level of perceptions of
organizational justice were at moderate-high level. Unlike the
study by Nielsen ef al. (2009) we found that age was
significantly related to OCB and organizational justice
perception. There was a significant relationship between
gender and OCB. This finding agreed with Rubin’s (2009)
research results. Occupation, time spend in this occupation and
in this institution, daily workload seemed to be important
factors in OCB and organizational justice perception levels of
workers. Inconsistent with our findings, Podsakoff (2000)
stated that demographic variables (e.g., organizational tenure
and employee gender) have not been found to be related to
OCB. Being aware of the factors that may influence
employees’ perception of justice is very crucial for every
organization. Further, studying on organizational citizenship
behavior among health institutions is very important as
employees have essential roles. Considering the findings of
this study it is possible to recommend the health institutions to
increase the level of justice to improve their engagement in
organizational citizenship behavior.

Chen et al. (1998) conceptualized levels of OCB performance
as a behavioral predictor of employee turnover and empirically
examined the strength of this relationship. Our findings are
inconsistent with Chen’s. We found that the highest level of
OCB and organizational justice perception was in the workers
who were working in this hospital for four years maximum.
Sahin and Taskaya (2010) found that procedural and
distributional justice levels were lower than the levels of other
subdomains of justice in health professionals. They also found
that organizational justice perception was significantly related
to educational status, duration of work in this institution,
number of night shifts per month, having managerial tasks and
the number of patients seen per day. Our findings are
consistent with this study. The study of Moorman (1991)
showed that the workers perceiving fair practices of managers
provide more OCB. According to Ortiz (2006), the
consciousness of OCB depends primarily on the organizational
justice perception. Konovsky and Pugh (1994) conclude that
the trust toward managers strengthen the relationship between
procedural justice and OCB. The interactional justice
perception is an important tool to forecast the practices of
citizenship behaviors (2005). Our finding suggests that
organizational justice perception has a meaningful correlation
with OCB and this agrees with Cropanzano’s study (2007).
Williams and others (2002) determined positive and significant
relationship between formal procedural justice, distributive
justice and interactional justice and OCB intent of workers in
various sectors including manufacturing, finance, ICT, banking
in a city at the southwest of USA. In another survey, Blakely
and others (2005) asserted that there is a positive relationship
between organizational justice perception and OCB among full
time personnel in different organizations. Chiaburu and Lim
(2008) found out that there is a positive relationship between
procedural justice and OCB among employees in a firm in
USA. Chegini (2009) determined high correlation between

OCB and organizational justice dimensions among 300 Rasht
public sector employees in Iran. Young (2010) has also
outcomes showing the positive relationships between
organizational justice and citizenship behaviors among 454
private sector workers in Korea. Among the studies in Turkey,
Arslantas (36) found a significant effect of perceived justice on
OCB among white-collar workers of a communication and
foreign trade firm in 2005. Erkutlu (2008) determined a
positive and significant relationship between interactional,
procedural and distributive justice and organizational
citizenship behavior among academicians in 10 public
universities in Turkey. The positive emotions of individuals
toward procedural justice bring about higher performance and
increase in OCB (Abu Elanain, 2010). When the employees
perceive the managerial and organizational procedures such as
wage distribution and decision making fairly, they perform
more effort to improve their organization and obey the rules
about working hours voluntarily (Colquitt and Chertkoff,
2002). Blakely et al. (2005), in a research done in different
organizations, found that when employees have a positive
perception of their superior’s fair behavior, the possibility of
OCB increases.

Limitations: This current study has some limitations. The first
limitation is that not all workers could be reached and our
results cannot be generalized. Second, OCB and justice
perceptions of the employees are sensitive to time. Third, the
interest of workers in OCB might have caused a bias in
accepting to participate in the study.

Conclusion

As the level of organizational citizenship behavior were found
to be low and the level of perception of organizational justice
were found to be moderate-high in employees of Cukurova
University Hospital, interventions are required to improve the
level of organizational citizenship behavior and informational
justice.
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