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Abstract

This study wimed to explore the eltect of inen fee oward vrzanizationa! eitjs snship behavior
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zenship behuvior, Theoretical and practical implications of the results sre discussed.
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INTRODUCTION

Organization consists of 4 group of people working wgether to ahieve a goal.
The main component of the organizalion is manager and employees interact with one
other. Interaction is a field that connects two or MOre persons in a same tin:e. Within the
organization, interaction is also used as a channel for communication bet veen workers
cither emplovee or manager, :

Interaction within the organization is required (o build a coed team vork with the
nature of cooperation and mutual help among ane another, According o De Viw
{1993), individuals who have the ability o conumunicate with others will be more open
and not judged any disagreement as an Opportunity Lo bring down, but instead Jook for
opportunities to understand the circumstances to improve the interaction. The statement
is further supported by the finding Joseph and Chen (2004) stated that individuals who
have good communication able to create a quality teamwork. Therefore by inter
communication is one of the factors that influence tl
teamwork and develop a conducive work en vironment,

personal
1e elfectiveness learning of
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Kim ¢2009) found that employees who perceived that they were treated fairly by
their company tended to develop and maintain communal relationships with the
company, Organizational justice. which refers to people’s perceptions of the fairness of
treatment reccived fram organizations. is important as a basic requirement for the
clfective functioning ol organizations.

Good and fair interaction between manager and employee will enhance the
effectiveness and performance of the organization. According to Moorman (2001)
organizational justice is defined as emplioyees' perception that they are treated fairly by
employers ard organizations in their careers. Justice within the organization played an
important role in influencing beliefs. feelings. attitudes and behavior of employees,
Organizations justice can lead to the high commitment beyond the terms of refercnce of
an employee (Yaghobi, Javadi & Agha-Rahimi. 2010). Colquitt (2001) suggested that
there are fow constructs (scale) in justice organizations, distributive justice, procedural
justice. interpersonal justice, and justice information. Bies and Moag (1986) introduced
(lic concept of interaction justice which included two constructs of justice (interpersonal
justice and in ormational justice). According to Bies and Moas interaction justice is the
most recent & lvance in the justice literature by focusing attention on the importance off
the quality of the interpersonal treatment people receive when procedures are
implemented.

Interaction Justice. Bies and Moag “1986) referred to interpersonal and
informational of justice as "interactional justice.” More recently, interactional justice
has come to be seen as consisting of two specific types ol interpersonal treatment. First
of all. labeled interpersonal justice reflects the degree to which people are treated with
politeness, diznity, and respect by authorities or third parties involved in execuling
procedures or determining outcomes. Next. labeled in formational justice. focuses on the
explanations srovided to people that convey information about why procedurcs were
uséd in a certain way or why cutcomes were distributed in a certain fashion,

Intera tional justice implies respect and honesty in the conduct of social
interactions with people (Blakely et al.. 2005). in addition, the quality of behavior
among persons that is feeling by someone is interactional justice (Moshrel-Javadi et al.,
2006). Interactional justice is a way that transfers organizational justice by SUpErvisors
to subordinates. This type of justice related 1o aspects of the communication process
(such as politeness, honesty and respeet) between the transmitter and receiver ol justice
(Bahari-Far and Javaheri-Kamel, 2010).

Interaction justice can be defined as the interactions or treatment or treatment
directed toward members of an organization by their supervisor (DeConinck & Johnson,
2009). It's also referring to the quality of the interpersonal treatment that employees
receive as procedures arc implemented and rewards and outcomes are distributed (L3ies
& Moag, 1986).

Perceived Discrimination. Perceived discrimination is defined as a person’s
perception that he/she is mistreated due histher group membership (Ensher et al.. 2001).
Is has been found (by Holocamb-MeCoy & Addison-Bradley. 2003: Levin, Van Laar,
& Foote. 2004 Sellers & Shelton. 2003) as a negative relationship with one’s attitudes
and behaviors. Flarris ¢t al, (2004) also found that perceived discrimination is likely to
affect other important industry and organizational psychology variables of interest. such
as turnover. organizational commitment. and citizenship behavior. Perceived
discrimination is determined by how well a particular event or incident reflects widely
held beliefs. expectation and norms about (the violation of) social responsibility. An
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important variable in understanding perceptions of discrimination may be subgroup
identity. Remarkably, that people who more strongly identify with a particular subgroup
which has historically experienced discrimination will be more likely to perceive
discrimination in a selection or promotion context than those who do not identify with
the group (King. 2003).

The perception of fairness is important in predicting the occurrence of
organizational citizenship behavior. Williams. Pitre and Zainuba (2002) found that
perception of interactional justice influenced an employee’s intention to perfonm
citizenship behaviors, The employees who believed that they personally were treated
fairly by their supervisor were more likely to exhibit citizenship behaviors, It also
means that employees who felt supported by their supervisor were more willing to
perform citizenship activities,

Organizational Citizenship Behavior. Organizaticnal Ccitizenship behaviors
(OCB) are work-related activities performed by employees such behaviors increase
organizational effectiveness but are beyend the scope of job description and formal,
contractual sanctions or incentives, Organ et al. (2006) delined the wrganizational
citizenship behaviors as an individual behavior that is discretionary, not directly or
explicitly recognized by the formal resward systen, and in (he aggregate promotes the
clficient and effective functioning of the Orgunization.

Moorman and Blakely (1993) suggested the four dimensions of utganizational
citizenship behavior. These dimensions are interpersonal helping. individual initjative.
personal industry, and loval boosterism, Interpersonal helping focuses on helping co- |
workers whenever such aelp is needed. Individual mitiative describes communication to
others in the work place help to improve individua! and group performance. Personal
industry relates to specific tasks that are nol part ol the jub description or task
performance above and beyond normial role expectations. Loyalty boostorism focuses
on promoting the organization's tmage o athers.

The purpose in the present study aimed to determipe the nteraction justice and
gender diserimination on the intention oi'employees o perform OCB,

Objective:

L. To study the influence of nteraction justice toward organizational citizenship
behaviors.

2. To study the role perceived gender discrimination as moderation eftect in the
relationship of interaction justice and organizational citizenship behaviors.

METHODS

Participants. The participants of this study were chosen by using the purposive
random sampling method, A total of 433 employees participated in this study.  The
participants consisted of 206 males and 247 females (M = 1,55 5D = 0.5). The
participants were selected from multipic races background which iy 63.0%
natives, 19.4% Melayu, 6.4% Chinese. 2.9% Sarawak natives and 10,49,
races (M = 2.67, SD 0.99). The totals of 73.5% participants are
26.5% from private sector (M= 1.26.SD 0.44,
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Location. This study was conducted in private and government organizations in
Kota Kinabelu, Sabah. The Organizations swvolved  Universiti Malavsia Sabalt,
Letmbaga Pecihanguitan Peramahian den Bandar, Dewan Bandarava Kota Kinabalu,
Jabean Perangkaan Neferi Sabal. Sabah Land Development Board. Sabah Llectricity
Sdn Bhd and New Tech Furniture Sdn Bhd.

Measures. Interaction justice was measured using the 9-item scale validated in
Colquitt (2001). Respondents used a S-point Likert scale that range from 1 = neverto 3
= ahvays. Interaction justice was divided into two construct which is interpersonal
justice and informational justice. The first 4 “epis is an interpersonal justice where
asked about reflects the degree to which people are treated with politeness. dignity and
respect by authorities or third partics involved in executing procedures or determining
outcomes. The second set al 3 ttems s an informational justice where assessed
participant on the explanations provided 1o people that convey information about why
procedures were ased in a certain fashion, The reliability (Coefticient alpha values) of
interpersonal justice was 0.920 and 0.930 for informational justice.

Perceived gender discrimination were adapted from a scale used by Sanchez and
Brock (1996) to measure perceived race discrimination. The word “cthnicity” was
replaced were replaced with “gender” on all items to reflect age discrimination. An
example item is: 1 have been denied a promotion because of my gender”™. The
Cronbach’s Alpha for the scale’s reliability in this study was 0.962.

Organizational citizenship behaviers were measured by using Organizational
Citizenship Behaviors Questionnaire (OCBs) developed by Moorman and Blakely
(1995). This cuestionnaire consisted of 19 items, Linployse response were obtained on a
S-point Likert scale where | = strongly disagree and 5 = strongly agrec. It measures four
dimensions of OCB which s interpersanal helping. individual initiative. personal
industry and loyalty boosterism. The reliability (Coefticient alpha values) of this
instrument was 0.931.

RESULTS AND DISCUSSION

Table |
[Ticrarchical Regression ol Inlluence interaction  Justice  toward Organizational
Citizenship Behavior

_variables  Constant .. K Fee B t _tsig
Interpersonal 103 1527 127
istice

g . , 3.024 w7 1.024 000 )
fnlormational N f ot 226 3,343 001
justice

The multiple regression analysis showed  that both predictors which are
interpersonal - justice  and iformational  justice  iniluence significantly toward
organizational citizenship sehavior. Where. the value ¢f interpersonal justice p = 0.103.
p =<0.01 and informational justice recorded the f = 0.226. p <0.01 with a coniribution of
9.7 percent ol the variance (1 = 312) changes in the variance ol oreanizational
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citizenship behavior [F (2.250) = 24 183, p <0.01]. The result 1ound the interaction

Justice will influence organization citizenship behavior, In other words. einployees who

experienced interpersonal and informational justice in the organization will improve
their citizenship behavior.
These findings also supported by Farrell (2005} who reported organization

justice had a significant influence toward organizational citizenship behavior, When the

trust is formed among the workers. the workers will increase their OCB in
organizations. Justice in the organization and conduct of g manager are uble w influence
the beliels, feelings, behaviors and attitudes ol employees in the organization (Colquitt.
Wesson, Porter, Conlon and Yee Ng, 2001, It is also supported by Yaghobi, Javadi and
Agha-Rahimi (2010) by stating that Justice can cause high and committed emplovees
perform any work beyond their duty. Colquitt et al., (2010) with the results ot the
analysis found significant positive regression between organizational justice and OCB.
This explains the workers who suffer justice organizations tend to de their job well and
helps other colleagues with regard to the task. However the small variance contribution
of interacticn justice towards OCB indicating that the interaction justice is not the major
predictor of OCB. Sjahruddin et al. (2013) found thal mteraction justice (justice
organization) has insignificant eflcet directly toward increased OCRB.

Taole 2
Hierarchical Regression Using Gender Discrimination as o Moderator in the
Relationship between Interaction Justice and Organizational Citizenship Behavior

COSwWBew SWBe SWhan eomim
Dependent Step Step 2 Step 3
variable Variables L o L
Organizationat 7T T T T o
citizenship
behavior Independent variable;
Interaction justiee:
Interpersonal justice 2l 179 344
Informational justice 67 74 08
}\"Il)llel‘im ........ e — __ e ST
Gender diserimination =136 - 138
N Interaction term: -
Gendis X interjustice - 127
Gendis X infor justice A3
R ' o D e a0 T
diu : 29 150
R Change ke 04
I Change LO16
Sie. [ Change 363
Durbin-Watson 17940

The moderating effect of gender discrimination to the relation~hip between
interaction justice and organizational citizenship behavior, The result of the
moederated regression analysis of gender discrimination as a moderator o the
relationship between each of the interaction Justice (i.e. interpersonal justice and
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informational justice) and organizational citizenship behavior are shown in table 2. In
total. 16 % ol the variance in organizational citizenship bebavior was explained when
all variables were entered. Regression analysis for the first step asserted that the
interaction justice was accounted 13.3 % of the varlance in organizational citizenship
behavior. Interaction justice had a significant positive beta weight in organizational
citizenship behavior. In other words, the increased of interaction justice in organization
were more likely to increase organizational citizenship behavior among employees.

The gender discrimination were entered in the second step, which explaining an
additional 12.9 % of the variance in organizational “citizenship behavior among
employees in organization. Gender diserimination showed a negative beta weight in
organizational citizenship behavior and thus, the gender discriminate is the employee.
the less likely the employee organizational citizenship behavior.

The moderating effect of gender discrimination in the relationship between
interaction justice and organizational citizenship behavior were entered in the third step.
The result showed a non-significant interaction between interaction justice and gender
diserimination. The interaction model explained only additional 2.3 % of the variance in
organizationa! citizenship behavior. As a result finding showed that gender
discrimination was not a moderate in the relationship between interaction justice and
organizationa! citizenship behavior.

The study explains that the perceived gender discrimination did not moderate the
relationship Petween interaction justice and OCB. However, interaction justice has a
dircetly effect to OCB, Sjahruddin et al. (2013) found a positive and significant effect of
high organizational justice (interaction justice) that directly tends to increase OCB in
positive direciion. Tacneaux (2012) found gender discrimination was extensively cause
demotivation among cmployees in an organization. especially when one gender
dominates over the other. Study also found that gender discrimination negatively
influenced to organizational citizenship behavior. This clarifies that a high of gender
discrimination within the organization will decrease the employee citizenship behavior.
On the other hand, low gender discrimination within the organization will increase the
arpanizational citizenship behavior.

We were surprised (o [ind that the relationship between interaction justice and
OCB was not moderate by perceived gender discrimination, suggesting that interaction
justice is enough to affect OCB. Employees seem to form OCB by directly considering
the interaction justice in their crganization. This may also be influenced by the findings
of this study that showing the interaction is not the main predictor of organizational
citizenship behavior with only 13.3% variance contribution. This assumption supporied
by Wan Shal -azad et al.. (2013): Sjahruddin et al., (2013): Oren et al., (2013): Indhira
(2013) and Ratool (2012) which found that organizational justice is one ol the
predictors toward organizational citizenship behavior. Organ (1997) has produced a
variety of other studies testing forecasters organizational citizenship behavior, including
job satisfaction, organizational commitment. perceptions of justice, personality and
leadership.

In this study a structured model have been developed and tasted that the
perceived gerder discrimination moderates the interaction justice in organizational
citizenship b havior. Some important findings of the study are: Firstly. interaction
justice is positively and signilicantly influenced to organizational citizensnip behavior
the emplovees in Kota Kinabalu. Sceondly. perceived gender discrimination is
negatively and significantly influenced to organizational citizenship behavior the
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employees in Kota Kinabalu. Thirdly, perceived gender discrimination was not

moderate the relation between interaction justice and organizational citizenship
behavior. So, it can conclude that interaction justice has insignificant effect toward
increased organizational citizenship behavior since the gender discriminstion does not
play a role as moderator in the relation between interaction justice and organizational
citizenship behavior,
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