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Abstract

The study deals with one of the most important concepts in human resource management in general and

influencing it in a high rate in the case of Iraqi hotels in particular Where the study touched upon the concepts of
organizational justice as an independent variable and the behavior of citizenship as a dependent variable in
terms of the nature of the influence relationship between them And with a real management problem inside Iraqi
hotels, through which a number of hypothesis were made to measure them And knowing whether there are moral
effects on the level of the main and sub variables This study was applied to a group of Iragi hotels as the study
community By designing the questionnaire using a Likert scale and distributing (150) forms to workers in those

hotels And then collect data and analyze it statistically using the program (spss v.25)

key word :Organizational Justice,Organizational Citizenship Behavior

I. Introduction

The organizational justice which affects the professional motivation, satisfaction and the

behaviors of the employees has gained great importance lately and many researchers are being made on this
field nowadays. Organizational justice refers to the extent to which employees perceive workplace procedures,
interactions and outcomes to be fair in nature. These perceptions can influence attitudes and behaviors of
employees, in turn having a positive or negative impact on employee performance and the organization's
success. Also, it is a key determinant in organizational citizenship behavior, which become important because
it helps to facilitate the achievement of organizational goals and thus enhances organizational performance. In
today's dynamic workplace, successful organizations need employees who do more than their role
requirements, employees who perceive fairness would want to contribute more to their organization.
Additionally, when employees feel that their company is managed fairly, they are more likely to view citizenship

behavior as an appropriate part of the social exchange (Glvena, Givena.2014 ).

Organizational Justice has been considered a significant subject in the operative organizations
functioning. Whereas Organizational Citizenship Behavior is important to achieve the organizational success
therefore organizations encourage and facilitate the OCB in order to produce effectiveness and efficiency in

organization functions. The primary aim of this research is to investigate the role of organizational justice and
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organizational citizenship behavior in enhancing employees’ performance in academic setting. Organizational
justice plays a pivotal role in shaping individual behavior and particularly extra role behavior such

organizationalcitizenshipbehavior(lsmail ect.2018).

The normsandvalues of fairness and justice constitute a fundamental feature of behavior in

organizations (and in other situations, for that matter), it should come as no surprise that the issue of justice has
received considerable attention from many tourism disciplines, each with its own perspectives on the study of
organizational justice. This is important because a multi-perspectives approach probably will yield the most
thorough insights into the object of study. Furthermore, | argue that because organizational justice is important, it
is essential to study it by means of various research methods. Each method has its own strengths and
weaknesses, and in my opinion the justice domain will make the most progress if it uses equally all available
methods.(Douli,ect:2017 ) to Organizational justice a great importance In the psychological and social structure
of any organization Any defect in it is a violation of workers ’relations and social valuesAnd it leads to negative

reactions harmful to the organization (Gad alrab, 2004, p. 73).

Also, when organizational justice is largely available, it leads to higher levels of trust,and feelings of
job satisfaction increased, job link increased, and the desire of workers to leave work it is a decreased
(almahdi:2006).

Accordingly, this study aims to reveal the social, psychological, educational, and economic effects of
organizational justice and its impact on the organizational citizenship behavior of workersBy trying to prove or
deny a set of hypotheses upon which the study relies in arriving at a set of results that would find solutions to the

study problem.

The study included three chapters, the first concerned the independent variable (organizational justice)
and the second specialized in the dependent variable (organizational citizenship behavior). As for the third

chapter, it deals with the practical and statistical aspect of the study community and the results obtained.

1. Mythology of the study

1- Study problem

Organizational justice is an essential pillar in shaping the psychological and social system for all

workers in hotel organizations Where if this system suffers any defect, the workers will consider it a violation of
their personal and social rights, This generates a negative impact on the performance level of workers in
particular and on the performance of the organization in general, On the basis of the foregoing, we find that the
Iragi hotels do not give adequate attention to organizational justice in their procedures for workers, Which has
negative effects, which will be reflected on the level of performance and, accordingly, on the nature of the
services provided, All of this reduces the feeling for workers to citizenship The direction of the hotels in which
they work, And through the above, this study came to present this problem and analyze it To reach a set of

results that work to find solutions to this problem and the possibility of avoiding its occurrence in the future.
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2-:Research Objectives: This research aims to achieve the following goals

2-1-Determine the nature of the correlation between the dimensions of organizational justice and the

dimensions of organizational citizenship behavior for an Iragi hotel group

2-2-Determine the effect of the dimensions of organizational justice on the dimensions of organizational

citizenship behavior, and which dimensions are most influential .
3- The importance of research
The importance of this research appears on the scientific and applied levels as follows

3-1- Scientific level.Shed more light on organizational justice and organizational citizenship behavior to
root variablesAnd contribute to reducing the gap between Arab and foreign studies that addressed these variables

withe clarifying the role of organizational justice in increasing the behavior of organizational citizenship

And demonstrate the most effective dimensions of organizational justice in the behavior of

organizational citizenship through the results that can be reached

3-2-Applied level. Helping hotel officials to understand the nature of the impact of each dimension of
organizational justice on the behavior of organizational citizenship in these hotelsAnd revealing the dimensions
to be considered by officials to provide organizational justice at work to motivate workers to citizenship conduct

in the performance of work.

4- Hypotheses of the research.Based on the foregoing, the following hypotheses can be formulated,

and the research model is represented in Figure No. (1):
The first major hypothesis .

4-1-There is a morale influence relationship, related Statistical significance between organizational

justice and organizational citizenship behavior
The following secondary hypotheses are derived from it..

4-1-1- There is a morale effect relationship of organizational justice objectives on the behavior of

organizational citizenship

4-1-2-There is a morale effect relationship of the dimensions of organizational justice on the behavior

of organizational citizenship.

4-1-3 There is a morale effect relationship for possible consequences when organizational justice is not

applied to Organizational citizenship behavior
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EFECT

Figure No. (1): The proposed model for the relationship between research variables
5- Research method.

It includes all of the research variables, measurement methods,of the research and sample community,
data collection method, data required for the research and its sources and statistical methods used in data

analysis. And as follows:
5-1. Research variables and measurement methods: Research variables are divided into the following:
5-1-1- Organizational justice .

The researchers relied on measuring the organizational justice variable on the scale (Khashan, 2012),
(Abdul Ghani, 2012) and (Abu Nimer, 2013) to measure organizational justice, which includes three dimensions:

(distribution justice, procedures justice, transaction justice)
5-1-2-Organizational citizenship behavior .

To measure the variable of organizational citizenship behavior, researchers relied on the (Organ,
1988), (Zayed, 2000), (Al-Amiri, 2002), (Bell &Menguce, 2002) and (Hamed, 2003) scales that include altruism,

civility, sport spirit, awareness, or a good conscience and behaviorCivilized
6- Data collection method
The researchers relied on the following two methods

a. library search method. And that is through reviewing the Arabic and foreign references from books,
periodicals, research and a thesis related to research variables, with the aim of building the theoretical and

intellectual framework for the research topic

B. Field research method. The questionnaire was used to identify the opinions of workers about both

the availability of organizational justice and its relationship to organizational citizenship behavior.
7- Statistical analysis .The following methods were used:

7-1-Depend on analyzing information that has got from answers in the questionnaire using (SPSS)

program.
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7-2-The questionnaire items are accounted using the arithmetic mean, relative
importance,Weighted mean, hypothetical mean,R? and standard deviations.
7-3- The (F- TEST) has been used to know the impact of Organizational justice variable
INOrganizational citizenship behavior.
8- Community of the study: Research community is made up of workers in Iragi hotels

organization.(Baghdad hotel, Al Mansour Melia Hotel , Erbil rotana hotel)

9-Study sample: Questionnaire was distributed to a sample consisting of (150) worker were selected in

a simple randomly way.

I1l. Organizational Justice

Basics and rules

1- The concept of organizational justice.The individual’s sense of justice is a positive incentive to

achieve and present to better, and thus increase his association with and affiliation with the organization.

Organizational justice is equality in the distribution of outputs, integrity in making decisions and
actions, and an individual's sense of good treatment in the organization(Durra, 2008). It is also a case of

awareness of equal treatment felt by workers from their organizations(Acquaah&Tukamushaba, 2009)
2- Organizational justice goals

Organizational justice aims to place the human resource behavior within its conditions and in a single
regulatory framework,a worker who feels that there is organizational justice cannot change his behavior from the
side that does not serve his institutionHis sense of the administration’s fairness in its dealings and distribution,
and how it applies various business procedures and decisions strengthens his feelings towards it.And develop the
spirit of belonging to it, which drives him to do his utmost to raise the level of productivity and performance
required of him, and organizational justice aims to achieve the following (Abu Jasser, 2010).

2-10rganizational justice clarifies the reality of the distributive system of salaries and wages in the

organization, through distributive justice.

2-2- Organizational justice sheds light on revealing the organizational atmosphere and organizational

climate prevailing in the organization, and here the role a dimension of justice is highlighted in dealings.

2-3-Organizational justice leads to real control and empowerment in the decisionmaking process, and

procedural justice is an important dimension in this aspect
2-4-1t also highlights a system of social, moral and religious values for individuals.
3- Dimensions of organizational justice.Bothagreed

Zayed, 1999) (Hawas, 2003), (Hamed, 2003), (Siddiq, 2004), (Zayed, 2006), (Durra, 2007), (Ali, )
2007), (Al-Atawi, 2007) and (Attia, 2009), (Hassan, 2011) (Abdul-Ghani, 2012), (Qandil, 2012), (Al-Muliji,
2012), (Al-Obaidi, 2012), (Al-Tayeb, 2012), (Abu Nimer, 2013) and (Abdullah , 2013), that organizational

:justice consists of three dimensions, namely
-Distribution Justice
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- Procedural Justice
- Interactional Justice

Based on the above, this research deals with three dimensions of organizational justice, which can be

addressed as follows

3-1-Distribution justice.Both agree(Hawas, 2003), (Zayed, 2006) and (Abu Nimer, 2013) that

distributive justice includes two aspects, namely ;

-The moral side: justice is achieved through personal treatment of the individual by obtaining moral
rewards such as thank you books and certificates of appreciation by their superiors and senior leaders in the

organization .

-The material side: This aspect is achieved by comparing external justice with internal justice, in terms

of wages and salaries rates in the organization with its counterparts in other organizations.

3-2 - Procedural Justice.lt is the justice that is achieved when workers feel the fairness of the

procedures used with them in the distribution of outputs .(Al-Saud and Sultan, 2009)

It is also equal in the policies followed and the procedures used with workers in the same organization
.(Lee J. Andrew , 2007)

3-3- interactional justice. It is the individual's relationship with his immediate boss, or it is the
degree to which individuals feel the fairness of treatment within their organization(Durrra,2008). This term
refers to the extent to which employees feel the fairness of the treatment, which they receive when applying the

procedures and instructions of the organization (Hassan, 2012).
4-Possible consequences when organizational justice is not applied .

Most studies have confirmed that the absence of organizational justice or the lack of any of its

dimensions can adversely affect the performance of organizations, as follows

4-1- As for the distributive justice dimension, studies have been concluded That Low perceptions of
workers' awareness of this dimension may cause many negative consequencesSuch as low amount of job
performance, low quality of performance, lack of cooperation with co-workers, and weak practice of

organizational citizenship behaviors.

4-2- As for the fairness of procedures, studies have found that unfair decision-making processes are
associated with many negative consequences, Such as: low overall evaluation of the organization and lack of job

satisfaction and organizational commitment (Abu Jasser, 2010, p. 17)

4-3- Obeying the values, policies, and organizational regulations and working in accordance with them,

such as attending and leaving according to work times, using the organizational resources properly.

4-4- suggestion to organizational, administrative, or procedural improvements, in order to make the
organization more successful and distinctive, such as suggestions for organizational building, strategies,

administrative practices, or procedures.

4-5- Make double efforts at work and avoid wasting time in side conversations, long and frequent

breaks, or internal or external visits unrelated to work.
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4-6-Volunteering to do additional work to help the institution, such as participating in committees or
some projects related to work,Or overcome the difficulties confronting organizational processes and protect the

institution from dangers.
4-7- Staying with the establishment despite the difficult circumstances confronting it.

4-8- Presenting the institution to others in a good way, defending the institution and talking about it in

front of others in a good way, which contributes to improving its reputation among others. (Al Amri, 2003).

IVV. Descriptive analysis of the levels and importance of research variables

Table (1) showed that the Weighted arithmetic Mean of the organizational justice variable was (3.7961)

It is greater than the value of the hypothetical mean, which represents the boundary between agreement and
disagreement, which is (3),This confirms that the level of importance of the sample's responses to the
independent variable tended towards agreement, and with a standard deviation of (1.0284),Which indicates a
significant dispersion in the sample responses regarding the paragraphs of this independent variable, and the
relative importance of the organizational justice variable (75.922%) was recorded ,This indicates that most
members of the research sample agree on the paragraphs of the independent variableFrom it, we infer that
workers in hotel organizations in Iraq clearly depend on the goals of organizational justice, the dimensions of
organizational justice, and the possible consequences when organizational justice is not appliedin determining

their organizational citizenship behavior, but to varying proportions.

Table (1) the level of importance of the independent variable (organizational justice)

symbol Secondary variables Arithmetic standard relative trend of
mean deviation importance, answer level
Organizational justice goals Towards
X1 3.9512 1.0230 79.024 agreement
Organizational justice Towards

X2 ) ) 3.7704 1.1000 75.408
dimensions agreement
Possible consequences when Towards
X3 organizational justice is not 3.6668 0.9622 73.336 agreement

applied.

Independent variable Towards

X . A 3.7961 1.0284 75.922
organizational justice agreement

The levels of importance of secondary variables within the organizational justice variable were distributed
among the highest level of response achieved by the secondary variable (goals of organizational justice) among

all secondary variables within the independent variable, With an arithmetic mean of (3. 9512) with a standard
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deviation of (1.0230), and relative importance formed (79.024%),This confirms that most members of the

research sample agree on the paragraphs of this secondary variable, which documents the dependence of the

hotel organizations in a large way on the application of organizational justice goals in order to achieve

citizenship behavior among their workers.Table (1) also showed that the secondary variable (possible

consequences) achieved the lowest response level among the secondary variables within the organizational

justice variableAs the mean value for this secondary variable was (3.6668) and the standard deviation was

(0.9622), and with relative importance (73.336%)This confirms that most members of the research sample agree

that there is sufficient interest by hotel organizations in the consequences that object in organization the event

that organizational justice is not applied

Table (2) the level of importance of the items in the secondary variables within the organizational

justice variable

The

sequence

Paragraph text

Weighted mean

standard

deviation

relative

importance

item 1

Organizational justice strengthens the
feelings of workers and a sense of
belonging to the organization, which
drives him to make the utmost efforts

and raise the level of productivity .

4.1

1.0876

82

item 2

Achieve organizational justice a fair
system for distributing salaries and

wages in an organization

3.9869

0.8535

79.738

item 3

Organizational justice leads
to effective control and mastery of the

decision-making process.

3.7667

0.9181

75.334

X1

Organizational justice goals

3.9512

1.0230

79.024

item 4

Individual organizational justice is
achieved by comparing internal justice
with external justice By comparing
their organization with other
organizations in terms of material and

moral aspects

3.6755

1.0997

73.51

item5

Employees feel the fairness of
procedures within the organization
through their preconceptions of the

fairness of the procedures followed

3.7771

0.9984

75.542
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when making their own decisions .

item 6 | Individuals feel the fairness of dealing

through the positive relationship

) ] 3.6822 0.9945 73.644
between them and their superiors at
work.
X2 | Organizational justice dimensions 3.7116 1.1000 74.232
item 7 | Decreasing workers' perceptions of
organizational justice may cause many
3.9895 0.8652 79.79

negative outcomes, such as low

performance and quality.

item 8 | Unfair decisions lead to a decrease in
the overall evaluation of the

organization and a lack of job 3.9963 0.9657 79.926
satisfaction and organizational

commitment.

item 9 | Low employee perception of

organizational justice causes a high
rate of turnover, increased job 3.0146 1.0557 60.292
pressure, and organizational conflict

between individuals.

X3 Possible consequences 3.6668 0.9622 73.336

1-Table (2) shows us the levels of importance of the variable paragraphs, the objectives of organizational justice

have been distributed among the highest level of response achieved by the first paragraphAmong all paragraphs
of the variable, the objectives of organizational justice with an arithmetic mean of (4.1) and a standard deviation
(1.0876), and relative importance formed (82%)This confirms that most members of the research sample agree
on this paragraph, so that Iragi hotel organizations are likely to be keen on strengthening the feelings of
employees and the spirit of its affiliation with the organizationWhich drives him to exert maximum efforts and
raise the level of productivity for workers in the hotel organization,Table (2) also highlighted that the third
paragraph achieved the lowest level of response among the paragraphs of the objectives of organizational justice,
as the value of the arithmetic mean for it reached (3.7667) and the standard deviation for the third paragraph was
recorded (0.9181), and relative importance (75.334%)This confirms that most members of the research sample
agree that there is a noticeable weakness in achieving actual control in order to be able to take the decision-

making process
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2- Table (2) shows that the levels of importance of the items of the variable dimensions of

organizational justice have been distributed between the highest level of response achieved by the fifth paragraph
among all paragraphs of this variable with an arithmetic mean of (3.7771) and a standard deviation (0.9984), and
relative importance that formed (75,542%) This confirms that most members of the research sample agree on
this paragraph, which shows the keenness of hotel organizations to notify their employees of organizational

justice through their perceptions of the fairness of the procedures followed when making their own decisions.

3-While Table (2) highlighted that the fourth paragraph achieved the lowest level of response among

the paragraphs of the dimensions of justice, as the value of the arithmetic mean for it reached (3.6755) and the
standard deviation for the fourth paragraph was recorded (1.0997), and relative importance (73.51%)This
confirms the agreement of most members of the research sample that workers in hotel organizations do not
depend on a comparison between their organization and other organizations in terms of material and moral

aspects to know the extent of organizational justice they have.

4-We also infer from Table (2) that the levels of significance of the paragraphs of the possible

consequences variable were distributed between the highest level of response achieved by the eighth paragraph
among all paragraphs of this variable with an arithmetic mean of (3.9963) and a standard deviation (0.9657), and
relative importance (79.926%)This confirms that most members of the research sample agree on this paragraph,
which shows that unfair decisions lead to a decrease in the overall evaluation of the organization and a lack of

job satisfaction and organizational commitment.

5-Table (2) also showed that the ninth paragraph achieved the lowest level of response among the

paragraphs of the possible consequences, as the value of the arithmetic mean for it reached (3.0146) and the
standard deviation for the ninth paragraph was recorded (1.0557), and relative importance (60.292%) This
confirms that most members of the research sample agree on the low awareness of employees of the
organizational justice dimension within the organization, which causes an increase in the rate of leaving work

and increasing job pressure and organizational conflict between individuals.

Dependent variable (organizational citizenship behavior )

the leave of importance of the responses of the sample to the dependent variable tended towards agreement,
and with a standard deviation of (1.189), which indicates a slight dispersion in the sample responses regarding
the paragraphs of this variableThe relative importance of the organizational citizenship behavior variable
(74.078%) was recorded, indicating that most members of the research sample agree on the paragraphs of the
dependent variable.The levels of significance of the items of the variable of organizational citizenship behavior
were distributed among the highest levels of response achieved by the eleventh paragraph among all paragraphs
of the variable of organizational citizenship behavior with a mean of (4,566) and a standard deviation (1.237),
and relative importance (89.12%)This confirms that most members of the research sample agree on this
paragraph, (this means) that the individuals perform the tasks assigned to them without complaints or
complaining and adopt behavior that exceeds work and official and main roles such as commitment to work
times and following regulations, laws and instructions strictly without supervision.While Table (3) highlighted

that the tenth paragraphachieved the lowest level of response among the paragraphs of organizational citizenship
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behavior, as the value of the arithmetic mean for it reached (3.24) and the standard deviation for the tenth

paragraph was recorded (1.337), and relative importance formed (64.8%)

This is confirmed by the agreement of most of the members of the research sample that the working

individuals do not work greatly to help others within the organization, regardless of whether they are (colleagues

or bosses) in the performance of their jobs without expecting any material or moral returns in addition to the

weakness of the work to prevent problems between the workers And provide solutions to them.

(Table (3) the importance level of the dependent variable (organizational citizenship behavior

The

sequence

Paragraph text

Weighted mean

standard
deviation

relative

importance

item 10

Individuals working to help others
within the organization, regardless of
whether they are (colleagues or bosses)
in performing their duties without
expecting any material or moral

.returns

3.24

1.337

64.8

item 11

Individuals perform their duties
assigned to them without complaining
or crouch, and they conduct behavior
that exceeds work, official and main
roles, such as adhering to work times
and following regulations, laws and
instructions strictly without

supervision.

4.456

1.237

89.12

item 12

Individuals contribute to

achieving the goals of the organization
and contribute to its development
through participation in preparing and

attending seminars and conferences

3.467

0.747

69. 34

Y1

Dimensions of organizational

citizenship behavior.

3.721

1.107

74.42

item 13

Keeping workers away from
participating in decisions of interest to
the organization and the inability of
the organization's culture to alleviate

work pressure contributes to

3.921

1.087

78.42
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weakening organizational citizenship

behavior for workers individuals.

item 14

The organization's weakness in
achieving organizational justice and its
provide an opportunity for individuals
workers to express their opinions and
their satisfaction with their jobs
prevents the achievement of their

.citizenship behavior

3.652

1.10

73.07

item 15

The sense of citizenship among
individuals within their organizations
fades as a result of weak social and
economic factors, wage and salary
structures, and a loss of confidence in
bosses

3.376

1.098

67.52

Y2

Obstacles to applying organizational

citizenship behavior.

3.649

1.094

73.003

item 16

Individuals take the initiative to help
their colleagues work with matters
related to family and emotional
problems, in addition to helping clients
and guests with other matters such as

.counseling and listening to them

3.622

1.201

72.44

item 17

Individuals working to make double
efforts at work and to avoid time loss
in side conversations or long and
frequent breaks, and Volunteering to
do additional work to help the
organization to overcome the
difficulties facing organizational

.processes

3.799

0.983

75.98

item 18

Staying with the organization despite
the difficult circumstances it faces and
presenting it to others well and
defending it and talking to others in a

.good way about it

3.801

1.921

76.02
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Y3 Citizenship behavior patterns . 3.740 1.368 74.813

Statistical tests for research hypotheses
The effect of organizational justice on the behavior of organizational citizenship

To find out the effect of the independent variable of organizational justice on the behavior of

organizational citizenship, researchers will use the F-TEST test,The hypothesis will accept if the probability
value is Sig. Corresponding to the calculated value of F is less than the morale level used in the research
(0.05),0r the calculated value of F was greater than the tabular value of F of 4.0012, confirming acceptance of
the hypothesis of influence with 95% confidence,To show the rate of organizational justice interpretation of
organizational citizenship behavior, it will be by means of the coefficient of determination R2%, as the results of

the analysis were as follows:

The relationship of the effects of organizational justice goals on the behavior of organizational

citizenship

Table (4) confirmed the acceptance of the first secondary hypothesis which stipulated that(There is a

morale effect relationship of organizational justice objectives on the behavior of organizational citizenship
)The calculated value of F (18.941) was recorded, which is a morale value, especially since the calculated value
of F is greater than the tabular value of F (4.0012), confirming the acceptance of the hypothesis of the impact
with a 95% confidence rate.While the percentage of the impact of organizational justice goals on the behavior of

organizational citizenship (25.1%), which is reflected by the value of R2%.

The relationship between the effect of organizational justice dimensions on the behavior of

organizational citizenship

Table (4) confirmed the acceptance of the second secondary hypothesis which stipulated that(There is a

morale effect relationship of organizational justice dimensions on the behavior of organizational
citizenship )Where the calculated value of F (23,412) was a morale value, because the calculated value of F is
greater than the tabular value of F of (4,0012)This confirms the acceptance of the hypothesis of influence with a
confidence rate of 95%, while the percentage of the effect of organizational justice dimensions on organizational

citizenship behavior (26.4%), which is reflected in the value of R2%.

The relationship of the effect of potential consequences when organizational justice is not applied

to the behavior of organizational citizenship

Table (4) confirmed the acceptance of the third secondary hypothesis which stipulated that(There is a

morale effect relationship for possible consequences when organizational justice is not applied to
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Organizational citizenship behavior)Especially since the calculated value of F was (39.985) which is a
moralvalue, because the calculated value of F is greater than the tabular value of F (4.0012), confirming the
acceptance of the hypothesis of influence with a 95% confidence rate, while the percentage of impact of
potential consequences when the regulatory justice was not applied in Organizational Citizenship Behavior

(41.8%) Reflected by R2%.

Table (4) results of the test of the impact of organizational justice on organizational citizenship

behavior

. There is a morale effect
behavior of
o N relationship of organizational
S - hi 25.1 % 0.000 18.941 | justice objectives on the
justice goals citizenship ] o
behavior of organizational
citizenship.
is a morale effect relationship
o behavior of of the dimensions of
organizational o o o
o . organizational 26.4 % 0.000 23.412 | organizational justice on the
justice dimensions o . . o
citizenship behavior of organizational
citizenship.
There is a morale effect
. relationship for possible
. behavior of
potential o consequences when
organizational 41.8 % 0.000 39.985 S o
consequences o . organizational justice is not
citizenship . o
applied to Organizational
citizenship behavior

The tabular value of F (4.0012) at the level of significance 0.05

The relationship of the effect of organizational justice on the behavior of organizational
citizenship
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Table (4) confirmed the acceptance of the first main hypothesis, which stipulated that (There is a

morale influence relationship , related Statistical significance Between organizational justice and

organizational citizenship behavior)The calculated value of F was recorded (70.011) which is a morale value,

especially since the calculated value of F is greater than the tabular value of F (4.0012), confirming the

acceptance of the hypothesis of influence with a 95% confidence rate, while the percentage of the impact of

organizational justice on the behavior of organizational citizenship (55.12 %) Which is reflected in the value of
R2%.

V. Discuss the results and recommendations

Through the statistical aspect of the study, we reached a set of conclusions and recommendations that work to
achieve the goals of hotel organizations and their employees, By applying all the pillars of organizational justice,
through which workers in these organizations feel a good impression, they generate a sense of importance for the
roles they play,And the hotel organization is eager on them and achieving their goals, which reflects positively
on the level of their individual performance in providing services to guests, which will be characterized by
quality, which creates a sense of citizenship inside the hotel Thus, this is reflected in the performance level of the
organization as a wholeln terms of the quality of its performance and reputationAnd high percentage of its
profits and achieve its strategic goalsLike staying and expanding within the tourist and hotel market ,Therefore,
hotel organizations must be aware of the importance of implementing regulatory justice measures In everything
related to its employeesin order to upgrade its performance and the services it provides , Here are the most

important conclusions and recommendations reached:

V1. Results.

1- The study found that the spirit of belonging to workers in the hotel organization and making them to

the utmost efforts depends on achieving the principle of organizational justice within this organization.

2- The study indicated that prior perceptions of fair procedures for workers in their decision-making

process make them feel the extent of implementing organizational justice.

3- The study showed that the low overall evaluation of the organization and the lack of job satisfaction

and organizational commitment are caused by unfair decisions within the organization.

4- The study revealed to us that workers who feel the existence of organizational justice perform the

tasks entrusted to them without complaining and this may exceed the nature of the normal work.

5- The study indicated that keeping workers away from participating in decisions pertaining to the
organization and the inability of its culture to alleviate work pressure contributes to weakening organizational

citizenship behavior among its workers.

6- The study found that the organizational citizenship achieved by workers motivates them to stay in the
organization in the difficult circumstances it is going through and present it to others in a good way and defend

it.
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recommendations:

1-Working to achieve mental control and be able to make the right and fair decision-making process through

organizational justice.

2-Achieve a good impression among workers when comparing their organization with other organizations by

providing them with material and moral aspects.

3-Hotel organizations must realize that high turnover, increased job pressure, and organizational conflict

between individuals is caused by a decrease in employee feelings For organizational justice dimensions.

4- Encouraging workers to help others within the organization in performing their jobs without expecting any

material or moral return With keeping away making problems between workers .

5- Weakness in social and economic factors, wage structures, and loss of confidence in superiors works to reduce

the level of citizenship of workers within their organizations.

6-The management of hotel organizations should encourage workers to take the initiative to assist their
colleagues in working with aspects related to family and emotional problems in addition to assisting clients and

guests in other aspects such as counseling and listening to them.
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