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Abstract 

 

 Article Info 
 

Background: Since human resources is the most important asset of each organization, 

and its effective management is the key to the success of organization, this study aimed 

to investigate the occupational and organizational consequences of perception of 

perceived organizational justice and support among faculty members of Islamic Azad 

University in West Azerbaijan Province, Iran. 

Materials and Methods: In this descriptive study, among 747 faculty members, 300 were 

selected through proportionate stratified random sampling method using Morgan table. 

The collected data were analyzed using path analysis and structural equation modeling 

methods.  

Results: Organizational support and perception of organizational justice had, respectively, 

a direct and significant association with organizational citizenship behavior (β = 0.25, T = 

4.70) (β = 0.24, T = 4.62), job satisfaction (β = 0.29, T = 5.71) (β = 0.31, T = 5.64), job 

performance (β = 0.22, T = 4.30) (β = 0.31, T = 5.98), organizational commitment (β = 

0.21, T = 3.91) (β = 0.20, T = 3.74), and an inverse significant association with turnover 

intention (β = -0.21, T = -3.85) (β = -0.16, T = -3.03) and absenteeism (β = -0.99, T = -

3.63) (β = -0.21, T = -3.90). 

Conclusions: Based on the findings, it can be concluded that any increase in perceived 

organizational support and perception of organizational justice leads to an increase in 

organizational behavior, job satisfaction, job performance, and organizational 

commitment, as well as reduction in turnover intention and absenteeism among faculty 

members. 
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Introduction 

Currently, the importance of human resource 

management must be considered in the success of 

any organization including the university. Faculty 

members play a vital role in this regard, and are 

among the key factors for differentiating the success 

factor in various organizations, especially the 

university. Based on the research conducted by 

Shafie et al., faculty members provide goals and 

give life to the organization; in addition, the main 

challenge, presently, for many universities is the 

recruitment, retention, management, and deriving 

the satisfaction of members who can help increase 

the university's effectiveness. The profound study of 

the principles in management research shows that 

productive organizational performance has a direct 

relation to the level of motivation and commitment 

of employees in the organization. The motivation of 
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the members is affected by the workplace, and is 

shaped by numerous factors (1). 

Perceived organizational support is defined as an 

extent to which employees believe that their work 

organization values their contribution, and cares 

about their well-being. Perceived organizational 

support is usually described by the theory of social 

exchange. Social exchanges at the core of the 

psychological processes are perceived as 

consequences of organizational support (2, 3). 

When the organization provides the support and 

resources required, the function, in turn 

compensates it through efforts such as commitment 

and citizenship behavior. Therefore, the norm of 

mutual action leads to employee participation in 

citizenship behaviors that contributes in general to 

the organization’s well-being. An increasing number 

of studies have shown that perceived organizational 

support is positively associated with organizational 

citizenship behavior (4, 5). 

Organizational justice, and how it is managed, is 

one of the key factors affecting human resource 

behavior. Organizational justice occurs when 

people realize that they are treated fairly and 

equally in the workplace. Well-known psychologists 

also emphasize that, in social exchanges, fairness 

leads to motivation production. People compare 

themselves with the actions of others to determine 

whether they are treated fairly or not. Organizational 

justice cannot be ignored, because it is the main 

source of motivation for members (6, 7). 

According to Colquitt et al., organizational justice 

has drawn much attention in management and 

psychological research (8). Organizational justice 

means that employees observe that the 

organizational behavior is fair. Based on the 

previous researches by different researchers and 

scholars (9-13), it has been discovered that there 

are three forms of organizational justice, 

distributive, procedural, and interactional justice. 

Distributive justice, as described by McDowall and 

Fletcher, is a term that describes the perceived 

justice of the consequences that people receive. 

Procedural justice is defined as individuals' 

perceptions of methods on which consequences 

depend (9). Bies and Moag have defined interactive 

justice as the quality of interpersonal interactions of 

organizational decision makers during 

organizational processes (13). These three 

dimensions of justice interacting with each other 

formulate perceived justice for people in the 

workplace. According to the theory of justice, 

distributive, procedural, and interactive justice 

information has been processed for the purpose of 

constructing and reforming the entire justice 

judgment. Based on this theory, some other 

attitudes such as job satisfaction, organizational 

citizenship behavior, organizational commitment, 

organizational trust, and aggressive behavior are 

also affected by organizational justice (10-13).  

Faculty members, who have higher job satisfaction 

in their work, also have a higher performance, 

attitude toward their work, and a higher sense of 

empowerment (14). Inversely, the turnover 

intention, which is of the consequences of job 

dissatisfaction, is high among faculty members in 

universities (15). Moreover, job satisfaction, as a job 

empowerment outcome, is effective in determining 

the members' absenteeism and turnover intention, 

meaning that the more satisfied the members and 

employees are with their job, the less likely they are 

to be absent from work (16). Employees, who are 

loyal and satisfied, and their actions are consistent 

with the organization’s goals and values, desire to 

preserve their organization membership, and ready 

to go beyond their own tasks. These human 

resources can be a major factor in the effectiveness 

of organization. The presence of such resources in 

organization brings with it high performance, and 

the reduction of absenteeism, delays, and 

abandonment (17). Faculty members, who are 

psychologically more affiliated with the organization, 

are more productive and satisfied. This component 

is associated with the job performance of the 

members and their ability to innovate and integrate 

new ideas in the work; meaning that when the 

member's commitment to the university is high, its 

results for the university is better organizational 

citizenship behavior, high job performance, and 

reduction of absenteeism and turnover intention 

(18). The results of previous studies have proved 

that organizational commitment is related to the 

outcomes of job satisfaction and job performance. 

Committee members are less likely to change their 

job, and are more likely to have a higher level of 

performance (19). 

Based on the theoretical foundations and the history 

of research on the subject, it can be said that faculty 

members’ perception of their organization's justice 

in organization and organizational support can have 

a positive effect on their job performance as well as 

their organizational commitment, job satisfaction, 

and citizenship behavior. Moreover, it can reduce 

the tendency to leave the job and absence from 

work at the university. The present research sought 

to determine whether organizational justice and 

perceived organizational support impact 

organizational citizenship behavior, job satisfaction, 

organizational commitment, job performance, the 

desire to leave a job, and absenteeism among 

university faculty members. Based on what has 

been stated, the conceptual and theoretical model 

of occupational and organizational effects on faculty 
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members’ perceptions of perceived organizational 

justice and organizational support is as figure 1. 

The proposed structural model shows the direct 

association of perception of perceived 

organizational justice and support with the faculty 

members' occupational and organizational 

consequences.  

 

 

 

 
Figure 1: Conceptual Model of Research 

 

 

Materials and Methods 

In the analytical model of the current research, 

organizational justice and organizational support 

were predictor variables and citizenship behavior, 

job performance, job satisfaction, organizational 

commitment, absenteeism, and turnover intention 

were criterion variables. The statistical population of 

the research consisted of all 747 faculty members 

of the Islamic Azad University in West Azerbaijan 

Province, Iran, in the academic year of 2016-2017. 

The sample size was considered to be 300 

individuals based on the Morgan table. According to 

the Morgan table, out of 747 subjects, more than 

256 individuals were required for sampling. In this 

study, 300 individuals were considered as 

participants. The questionnaires were distributed 

among 330 people, of which 300 were collected. 

The sampling method used to collect data was 

proportionate stratified random sampling. First, the 

faculty members of the Islamic Azad University in 

West Azerbaijan Province were divided into three 

sections according to the normal division of the 

province (the north, south, and center of the 

province). Then, the number of faculty members in 

the three regions was calculated. Finally, the 

number of faculty members from different 

universities according to the ratios of the different 

universities of each unit in different cities of each 

region and according to the sample size was 

obtained. The distribution of the questionnaires in 

the final stage at the university level was 

administered randomly. The data collection tools 

consisted of a demographic characteristics form, 7 

standard questionnaires, and 1 researcher-made 

questionnaire. The demographic characteristics 

form included questions on age (35 to 65 years), 

gender, work experience (between less than 5 

years and more than 15 years), and academic rank 

(instructor, assistant professor, associate professor, 

and professor). It should be noted that all 

questionnaires were scored based on a five-point 

Likert scale (with options: 1 = strongly opposed, 2 = 

I disagree, 3 = no opinion, 4 = I agree, and 5 = I 

totally agree). It should also be noted that the 

researcher started to distribute questionnaires in 

each unit after obtaining permission from the 

province department of Urmia Islamic Azad 

University. The sample size for each university unit 

is given in table 1.  
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Table 1: Frequency distribution of the statistical population and sample by units of the university and the scientific ranking 
of faculty members of Islamic Azad University of West Azarbaijan Provice, Iran, in 2017  

Sample number 
 

Total 
 

Faculty members 

University units 

Instructor 
Assistant 
Professor 

Associate 
Professor 

Professor 

87 217 104 91 15 7 Urmia 

74 186 101 75 6 4 Mahabad 

47 119 62 55 1 1 Khoy 

19 46 35 11 - - Salmas 

12 29 23 6 - - Naqadeh 

15 39 31 8 - - Makoo 

12 29 25 5 - - Bokan 

4 9 9 - - - Shahindejh 

25 60 49 11 - - Miandoab 

3 8 8 - - - Piranshahr 

2 5 4 1 - - Qara Ziauddin 

300 747 450 263 22 12 Total 

 

To collect data, Perceived Organizational Support 

Questionnaire (POSQ) (Rhoades and Eisenberger) 

(2), Colquitt's Organizational Justice Scale (8), 

Organizational Citizenship Behavior Questionnaire 

(Organ and Konovsky) (20), Organizational 

Commitment Questionnaire (OCQ) (Porter) (21), 

Job Satisfaction Questionnaire (Linz) (22, 23), 

Turnover Intention Questionnaire (Leungo and 

Moura) (24), Job Performance Questionnaire 

(Patterson) (25), and the researcher-made 

Absenteeism Questionnaire. In the 8-question 

questionnaire, the total score obtained ranged from 

8 to 40, with the range of 5-10 points representing 

the lowest score and 30-40 points the highest score. 

A score of 20 illustrated low satisfaction and a score 

of 40 indicated high satisfaction. 

Perceived Organizational Support Questionnaire: In 

the current study, to measure perceived 

organizational support, the POSQ was used (2). 

This questionnaire contains 8 items. The items are 

scored based on a 5-point Likert scale ranging from 

1 (strongly disagree) to 5 (strongly agree). In this 

questionnaire, scores of 10-20 and 30-40 represent 

the lowest and the highest organizational support, 

respectively. Rhoades and Eisenberger reported 

the validity of this questionnaire as 0.81 using 

Cronbach's alpha. Moreover, the reliability of this 

questionnaire was reported as 0.55 by Rhoades 

and Eisenberger which was found to be significant 

at P < 0.1, and this shows the favorable reliability of 

the questionnaire. In addition, the reliability of the 

questionnaire in this research through its 

implementation on 30 faculty members, and before 

its main implementation, was calculated as 0.71 

using Cronbach's alpha. 

Organizational Justice Scale: Colquitt's 

Organizational Justice Scale has 20 questions 

which are rated on a 5-point Likert scale ranging 

from (very little) to 5 (very much). This questionnaire 

which was made by Colquitt consists of the 4 

dimensions of procedural justice (questions 109 to 

115), distributive justice (questions 161 to 123), 

interpersonal justice (questions 120 to 123), and 

information justice (questions 124 to 128). In this 

questionnaire, the total scores of 20 to 40 and 80 to 

100 indicate the lowest and the highest level of 

justice in the organization, respectively, in each 

aspect of organizational justice (distributive, 

procedural, interpersonal, and information justice). 

The reliability of this questionnaire is acceptable (8). 

The reliability of this questionnaire was calculated 

as 0.92 in the present research using Cronbach's 

alpha through its implementation on 30 faculty 

members, and before its main implementation. 

Organizational Citizenship Behavior Questionnaire: 

This questionnaire was used to measure the 

employee’s organizational citizenship behavior. 

This questionnaire is a modified questionnaire, 

taken from Smith et al. study (20) and adapted from 

the work of Organ and Konovsky. It contains 16 

questions and is scored based on a 5-point Likert 

scale ranging from 1 (strongly disagree) to 5 

(strongly agree). The questionnaire includes 5 

components of organizational citizenship behavior 

(altruism, conscience, chivalry, literacy, and civil 

behavior). In this questionnaire, scores of 15 to 30 

and scores between 70 and 80 represent the lowest 

and the highest citizenship behavior, respectively. 

Organ and Ryan, in their study, reported the 

reliability of this questionnaire to be between 0.89 

and 0.91 through Cronbach's Alpha method (15). 

The reliability of the questionnaire in this research 

through its implementation on 30 faculty members, 

and before its main implementation, was calculated 

as 0.94 using Cronbach's alpha. 

Organizational Commitment Questionnaire: To 

determine the level of organizational commitment, 

Porter's OCQ (21) was used which consists of 15 

questions. This instrument is rated based on a 5-

point Likert scale ranging from 1 (strongly disagree) 
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to 5 (strongly agree). This questionnaire includes 3 

components of organizational commitment 

(emotional, normative, and continuous). In the 

OCQ, the scores of 15 to 30 and between 60 and 

75 represent the lowest and the highest 

commitment to the organization, respectively. The 

reliability of the questionnaire in this research 

through its implementation on 30 faculty members, 

and before its main implementation, was calculated 

as 0.87 using Cronbach's alpha. 

Job Satisfaction Questionnaire: This questionnaire 

was designed by Linz to measure job satisfaction, 

and its purpose is to examine and evaluate job 

satisfaction in organizations (22). This 

questionnaire contains 13 questions, is rated on a 

5-point Likert scale ranging from 1 (strongly 

disagree) to 5 (strongly agree), and has a general 

score without components. In this questionnaire, a 

score between 10 and 25 indicates the lowest 

satisfaction and a score between 50 and 65 

represents the highest satisfaction with the 

organization. The reliability of the Job Satisfaction 

Questionnaire was 0.858 in the research performed 

by Asghari et al. In addition, in this study, to examine 

the validity of the tool the main components analysis 

method was used, and the validity of the tool was 

found to be acceptable (23). The reliability of the 

questionnaire in this research, through its 

implementation on 30 faculty members, and before 

its main implementation, was calculated as 0.78 

using Cronbach's alpha. 

Turnover Intention Questionnaire: The standard 

Turnover Intention Questionnaire consists of the 2 

components considered for turnover intention, the 

feeling of working with the organization (the amount 

of employee's loyalty and his attention to the 

organization's fate) and the decision to leave the 

organization (the employee's intention to leave their 

current job and look for a new one). This 

questionnaire contains 9 questions and is rated on 

a 5-point Likert scale ranging from 1 (strongly 

disagree) to 5 (strongly agree). In this 

questionnaire, scores of 10 to 20 and of 30 to 45 

indicate the least and the highest tendency to leave 

the organization, respectively. In the research 

conducted by Raufi Sangachin, content validity was 

used to determine the validity of the questionnaire 

(24). The reliability of the questionnaire was 

calculated as 0.85 in this research using Cronbach's 

alpha through its implementation on 30 faculty 

members, and before its main implementation.Job 

Performance Questionnaire: This questionnaire 

consists of 15 questions and was prepared by 

Paterson and translated by Arshadi and 

Shakkarshekan into Persian (25). This 

questionnaire is scored based on a 5-points Likert 

scale ranging from 1 (very little) to 5 (very much). 

This questionnaire includes 4 components of job 

performance (discipline, responsibility, cooperation, 

and job improvement). In this questionnaire, scores 

of 15-30 and of 60-75, respectively, represent the 

lowest and highest job performance in the 

organization. To determine its reliability, Cronbach’s 

alpha coefficient was calculated which was 0.74 for 

job performance, showing the good reliability of the 

measurement tool.Absenteeism Questionnaire: 

This researcher-made questionnaire was scored on 

a 5-point Likert scale ranging from 1 (strongly 

disagree) to 5 (strongly agree). In this 

questionnaire, the scores of 5-10 and 20-25 

represent the least and the most absenteeism in the 

organization, respectively. The reliability of this 

questionnaire was calculated as 0.81 in the present 

research using Cronbach's alpha through its 

implementation on 30 faculty members, and before 

its main implementation. Its validity has also been 

assessed and verified based on content validity 

through interviews with specialists. 

Considering the fact that the statistical population 

consisted of the faculty members of Islamic Azad 

University in West Azerbaijan Province, after 

obtaining the necessary license from the university 

research unit, a letter of introduction was obtained 

from the province for the implementation of 

questionnaires in each department of Islamic Azad 

University of Urmia, Iran. Then, coordination with 

the Department of Public Security of the university 

was carried out in order to distribute the 

questionnaires among the faculty members of the 

universities. In each university, after explaining the 

subject of research to the participants, assuring 

them of the confidentiality of the data, and obtaining 

informed consent from them, the questionnaires 

were distributed among them. The assistant director 

of education of the university introduced the experts 

to accelerate their distribution. Finally, 300 

questionnaires were returned and used in the 

statistical analysis.  

To analyze the obtained data, confirmatory factor 

analysis, path analysis, and structural equation 

modeling methods were used at a significant level 

of 0.05 (Table 2). The data were analyzed using 

descriptive tests in SPSS software (version 20, IBM 

Corporation, Armonk, NY, USA) and using 

software-based structural equations modeling in 

LISREL III software (version 3, Scientific Software 

International Inc., Chicago, IL, USA). 

 

 



A. Hemmati et al  

JOHE, Summer 2018; 7 (3)                                                                                                              179 

Table 2: Reliability of the research scales based on Cronbach’s alpha 

 Variable Cronbach's alpha 

1 Organizational support 0.71 

2 Organizational citizenship behavior 0.94 

3 Organizational commitment 0.87 

4 Job satisfaction 0.78 

5 Turnover intention 0.85 

6 Absenteeism 0.81 

7 Job performance 0.74 

8 Organizational justice 0.92 

 

Results 

From among the 300 participants, 218 (72.7%) were 

men and 82 (27.3%) were women. The data related 

to the rank of faculty members showed that out of 

the 300 individuals who filled out the questionnaire, 

161 (53.6%) were instructors, 128 (42.6%) assistant 

professors, 6 (2%) associate professors, and 5 

(1.6%) were professors. The data related to the 

educational level of the sample showed that 98 

(32.6%) participants were postgraduates and 202 

(67.3%) were PhD graduates. Furthermore, the 

data on the work experience of the faculty 

members, as the research sample, indicated that 98 

(32.6%) participants had less than 5 years, 155 

(51.6%) had between 6-15 years, and 47 (15.6%) 

had more than 15 years of work experience. The 

highest frequency was observed in the work 

experience of 6 to 15 years. 

Based on table 3, it was found that the highest mean 

(4.26) was related to the performance variable and 

the lowest mean (2.41) was related to the turnover 

intention variable. 

 

Table 3: Mean and standard deviation of the studied variables among faculty members of Islamic Azad University, West 
Azerbaijan Province, Iran 

Minimum-Maximum Mean ± SD Sample No. Variable 

1.50-4.75 3.23 ± 0.50 300 Organizational support 

1.70-4.65 3.45 ± 0.59 300 Organizational justice 

2.69-4.63 3.65 ± 0.35 300 Organizational citizenship 

2.62-4.56 4.06 ± 0.47 300 Job satisfaction 

2.59-4.70 4.26 ± 0.46 300 Job performance 

1.22-2.78 2.41 ± 0.60 300 Turnover intention 

1.00-2.67 2.53 ± 0.54 300 Absenteeism 

2.47-4.73 3.49 ± 0.38 300 Organizational commitment 

 

According to the results presented in table 4 and the 

significant levels of each variable of the study that 

was greater than 0.05, the data for all variables was 

normal. 

 

Table 4: One-sample Kolmogorov-Smirnov test results 

Significant level z Variable 

0.086 1.43 Perceived organizational support  

0.071 1.47 Perceived organizational justice 

0.051 1.35 Organizational citizenship behavior 

0.007 1.29 Job satisfaction 

0.064 1.04 Job performance 

0.008 1.56 Turnover intention 

0.095 1.77 Absenteeism 

0.080 1.55 Organizational commitment 

 

Based on the results of correlation coefficient test 

(Table 5), the correlation of perceived 

organizational support and perception of 

organizational justice with other variables was 

significant [organizational citizenship behavior (0.47 

and 0.48, respectively), job satisfaction (0.34 and 

0.56, respectively), job performance (0.26 and 0.30, 

respectively), turnover intention (-0.23 and -0.27, 

respectively), absenteeism (-0.33 and -0.29, 

respectively), organizational commitment (0.56 and 

0.34, respectively)]. Among the studied variables, 

the highest correlation was found between the 

faculty members' perceived organizational support 

and their perception of organizational justice, and 

organizational citizenship behavior. The least 

correlation was between perceived organizational 

support and perception of organizational justice, 

and turnover intention. 
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Table 5: Correlation matrix between research variables 

8 7 6 5 4 3 2 1  

       1 Organizational support 

      1 0.036 Organizational justice 

     1 0.047 0.048 
Organizational Citizenship 
Behavior 

    1 0.063 0.034 0.056 Job satisfaction 

   1 0.036 0.044 0.026 0.030 Job performance 

  1 0.025 0.034 0.038 0.040 0.038 Turnover intention 

 1 -0.020 -0.018 -0.022 -0.026 -0.027 -0.033 Absenteeism 

1 0.039 -0.028 -0.022 -0.027 -0.036 -0.029 0.036 Organizational commitment 

 

Perceived organizational support was effective on 

faculty members' citizenship behavior, job 

performance, job satisfaction, organizational 

commitment, absenteeism, and turnover intention. 

In the figures 2 and 3, the software output is shown 

based on standard coefficients and T coefficients. In 

order to better understand of the associations of the 

variables and the effect of perceived organizational 

support on organizational citizenship behavior, job 

performance, job satisfaction, organizational 

commitment, absenteeism, and turnover intention of 

the faculty members, path analysis-structural 

equation modeling was used. 

 

 
 

Figure 2: Standard coefficients of structural associations between the research variables 

 

 
Figure 3: T-coefficients of structural associations between the research variables 
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Based on the results, the chi-square index was 

65.66 and the root mean square error estimate 

(RMSEA) in this model was 0.07. Comparative fit 

indices (CFI), normal fit index (NFI), normally fitted 

index (NNFI), incremental fitness index (IFI), and 

relative goodwill index (RFI) were 0.95, 0.94, 0.93, 

0.95, and 0.91, respectively. Given that the values 

of these indices are above 0.9, it can be seen that 

the structural model has an optimal fit. One of the 

features of structural equation modeling is to 

estimate the direct and indirect effects of variables 

on each other. This feature allows researchers to 

examine the role of variables in the model.  

According to the results presented in table 6, in 

terms of the direct effects of organizational support 

and organizational justice on organizational and 

occupational consequences, all routes are 

significant at 0.001. 
 

Table 6: Estimation of direct effect coefficients 

Level of significance t-statistic Path coefficient Variables 

   On citizenship behavior 

0.001 4.70 0.250 Support 

0.001 4.62 0.240 Justice 

   On satisfaction 

0.001 5.71 0.290 Support 

0.001 5.64 0.310 Justice 

   On performance 

0.001 4.30 0.220 Support 

0.001 5.98 0.310 Justice 

   On turnover intention 

0.001 -3.85 -0.210 Support 

0.001 -3.03 -0.160 Justice 

   On absenteeism 

0.001 -3.63 -0.190 Support 

0.001 -3.90 -0.210 Justice 

   On commitment 

0.001 3.91 0.210 Support 

0.001 3.74 0.200 Justice 

 

The findings of this analysis verified the findings and 

results of the path analysis, and direct effects in the 

structural model related to the research hypotheses. 

As the standard estimates as well as significant 

numbers relate to path analysis of research 

hypotheses in the software output shown in table 7, 

the values of the fit indices indicate that the model 

was well-processed. 

 

Table 7: Estimation of direct effect and indirect effect coefficients and mediation review 

hypothesis with path analysis Standard path coefficient t Result 

Organizational justice               Citizenship behavior 0.24 4.62 DE 

Organizational justice               Commitment 0.20 3.74 DE 

Organizational justice                Satisfaction 0.29 5.64 DE 

Organizational justice                Performance 0.31 5.98 DE 

Organizational justice                Turnover -0.16 -3.03 DE 

Organizational justice                Absenteeism -0.21 -3.90 DE 

Organizational support              Citizenship behavior 0.25 4.70 DE 

Organizational support              Commitment 0.21 3.91 DE 

Organizational support              Satisfaction 0.29 5.71 DE 

Organizational support              Performance 0.22 4.30 DE 

Organizational support              Turnover -0.21 -3.85 DE 

Organizational support              Absenteeism -0.19 -3.63 DE 

DE: direct effect    
 

 

Discussion 

The current research was carried out with the 

purpose of examining the impact of perceived 

organizational support on organizational citizenship 

behavior, job performance, job satisfaction, 

organizational commitment, absenteeism, and 

turnover intention among the faculty members of 

Islamic Azad University in West Azerbaijan 

Province.  

The results indicate the direct effect of perceived 

organizational justice and support on organizational 

citizenship behavior, job performance, job 

satisfaction, organizational commitment, 

absenteeism, and turnover intention among the 

faculty members. According to the results of the 
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statistical test, the coefficient of influence and the 

corresponding t-value of organizational justice on 

citizenship behavior, satisfaction, performance, 

turnover intention, absenteeism, and commitment 

was 0.24 and 4.62, 0.29 and 5.64, 0.31 and 5.98, -

0.16 and -03.03, -0.21 and -3.90, and 0.20 and 3.74, 

respectively. Since the t-statistic corresponding with 

these paths is significant at 0.01 and 0.05, it can be 

said that organizational justice had a direct and 

positive effect on citizenship behavior, job 

performance, job satisfaction, and organizational 

commitment while it had an inverse direct effect on 

absenteeism and turnover intention among the 

members. 

The findings of the present study corresponded with 

the findings of studies conducted inside the country 

by Heidari et al. (26), Yousefi Majd et al. (27), 

Hassani and Jodatkordlar. (28), Sargazi and 

Balaghat (29), and Farzanjou et al. (30). They were 

also in agreement with the findings of researches 

conducted abroad by Muqadas et al. (31), Titrek et 

al. (32), AL-Gharaibeh and Albdareen (33), Lim and 

Loosemore (34), Lee et al. (35), and Akram et al. 

(36). It is worth noting that no research was found of 

which the results were inconsistent with those of the 

present study. It should be noted that the 

significance of the impact of the perception of 

organizational justice on business and 

organizational consequences in all societies 

examined has shown that the significance of the 

perceived effects of organizational justice on 

societies is unaffected by this association. The more 

equitable the fairness of the organization is, the 

more the faculty members will recognize 

organizational fairness, their behavior, their job 

performance, their job satisfaction, their 

organizational commitment to the organization, and 

their absence from and willingness to leave their 

job. In contrast, members who feel less in the 

organization will show lower levels of behavior, job 

performance, job satisfaction, and organizational 

commitment; on the other hand, they will show 

higher levels of absenteeism and a desire to leave 

the organization. 

In explaining the results, it can be said that when 

members of the organization observe injustice, they 

are more likely to abandon the organization which, 

in turn, leads to absenteeism and turnover intention. 

Moreover, reduction in organizational commitment, 

job satisfaction, citizenship behavior, and job 

performance may occur. These outcomes will 

influence the entire organization because 

committed members, who are interested in their job 

and its performance, provide the grounds for growth 

and development in the organization. However, 

those with less commitment and interest, and poor 

performance are neutral to the organization's issues 

and problems, and do not feel committed and 

responsible, as a result, they leave the organization 

unsuccessful in achieving its goals. 

Furthermore, based on the results of the statistical 

test, the coefficient of influence and the 

corresponding t-value of the effect of perceived 

organizational support on citizenship behavior, 

satisfaction, performance, turnover intention, 

absenteeism, and commitment were 0.25 and 4.70, 

0.29 and 5.71, 0.22 and 4.30, -0.21 and -3.85, -0.19 

and -3.63, and 0.21 and 3.91, respectively. The 

findings of the studies carried out inside and outside 

the country corresponded with our findings, studies 

conducted by Naderi et al. (37), Hosseini kohkamari 

et al. (38), Valipoor (39), Hsiao et al. (40), Kurtessis 

et al. (41), and Kaffashpor et al. (42). Kwan et al. 

(43) have studied industrial workers and their 

findings were not in agreement with that of Casper 

et al. (44) due to the discrepancy between their 

statistical populations.  

The staff or faculty members of the statistical 

community make up for the effects of perceived 

support and organizational justice with meaningful 

occupational and organizational outcomes. 

Therefore, it can be said that organizational support 

has a positive significant relation with citizenship 

behavior, job performance, job satisfaction, and 

organizational commitment, while it has a significant 

inverse relation with absenteeism and turnover 

intention. The more the faculty members perceive 

organizational support, the more their perception of 

organizational support will develop a sense of 

belonging in the faculty members, which will lead to 

the improvement of their citizenship behavior, job 

performance, job satisfaction, and organizational 

commitment. In explaining the results, it can be said 

that the more the members perceive support from 

their organization, the more their citizenship 

behavior, job satisfaction, job performance, and 

organizational commitment will be affected. Thus, 

members will increase their job performance, 

illustrate positive citizenship behaviors in the 

organization, and be more satisfied and committed 

to their organization which, in turn, will create the 

grounds for growth and development in the 

organization and human resources. Human 

resources with a high level of organizational support 

will provide the organization with excellence and 

scientific growth, and make the organization 

succeed in achieving its mission. Inversely, human 

resources with a low and false level of 

organizational support will leave the organization 

unsuccessful in achieving its mission (scientific 

development, and etc.) and provide the basis for 

scientific paralysis. 

In the end, both theoretical and research 

foundations and the present research confirmed the 
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impact of perceived organizational justice and 

perceived organizational support on job and 

organizational consequences. Nevertheless, it is 

more important to know how the tools used to 

measure variables in the research are validated.  

The limitations of this research include the lack of 

cooperation of some faculty members in the 

implementation and delivery of the questionnaires, 

the existence of a conservative attitude in 

organizational environments, the lack of a dominant 

research spirit among some faculty members, and 

the lack of literature in this regard. Little is said about 

the association between research variables and the 

lack of access to broad theoretical foundations. In 

this regard, some issues can be identified in the 

context of this article for future research. The 

following suggestions can add to the richness of 

further research in this field. It is necessary to further 

study the impact of perceived organizational justice 

and perceived organizational support on other 

variables of occupational and organizational 

outcomes, and use other tools. It is suggested that 

other roles of moderators in the association of the 

effects of perceptions of organizational justice and 

perceived organizational support with business and 

organizational implications be considered. 

 

Conclusion 

Based on the results of this study, it can be 

concluded that perceived organizational support 

and perception of organizational justice are effective 

in promoting organizational citizenship behavior, job 

satisfaction, job performance, and organizational 

commitment, as well as reducing turnover intention 

and absenteeism. 
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