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 Organizational Citizenship Behavior (OCB) is a crucial factor in the success 
of organizations, particularly educational institutions. This study aims to 
determine the role of organizational pride and organizational justice on 
organizational citizenship behavior among teachers. The present study used 
a quantitative research method with a correlational design. Participants of 
this study were teachers at the "X" Foundation, selected using proportionate 
stratified random sampling. Data collection was performed using three 
psychological questionnaires developed based on the theoretical concepts of 
each variable, namely Gouthier & Rhein's (2011) theory for organizational 
pride, Colquitt's (2001) theory for organizational justice, and Organ et al.'s 
(2006) theory for organizational citizenship behavior. The results showed 
that organizational pride had a significant positive relationship with 
organizational citizenship behavior. Organizational justice also had a 
significant positive relationship with organizational citizenship behavior. 
Simultaneously, both independent variables played a significant role in 
predicting organizational citizenship behavior. This study indicates that 
feelings of pride and positive perceptions of justice will motivate the 
emergence of volunteer work behavior among teachers. 
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 ABSTRAK 

Perilaku kewargaan organisasi memang menjadi faktor penentu 
keberhasilan yang sangat krusial, terutama di lembaga Pendidikan. 
Penelitian ini bertujuan untuk mengetahui peran kebanggaan organisasi dan 
keadilan organisasi terhadap perilaku kewargaan organisasi pada guru. 
Penelitian ini menggunakan metode penelitian kuantitatif dengan desain 
korelasional. Partisipan pada penelitian ini adalah guru yang mengajar di 
Yayasan ”X” yang dipilih dengan menggunakan teknik proportionate 
stratified random sampling. Pengumpulan data dilakukan dengan 
menggunakan 3 skala yang dikembangkan berdasarkan dari konsep teori 
masing masing variabel, yaitu konsep teori Gouthier & Rhein (2011) untuk 
variabel kebanggaan organisasi, konsep teori dari Colquitt (2001) untuk 
variabel keadilan organisasi, dan konsep teori dari Organ et al. (2006) untuk 
variabel Organizational Citizenship Behavior. Hasil penelitian menunjukkan 
bahwa kebanggaan organisasi memiliki hubungan positif yang signifikan 
dengan Organizational Citizenship Behavior. Keadilan organisasi juga 
memiliki hubungan positif yang signifikan dengan Organizational 
Citizenship Behavior. Secara simultan kedua variabel independent berperan 
secara signifikan dalam memprediksi Organizational Citizenship Behavior. 
Penelitian ini menunjukkan bahwa perasaaan bangga dan persepsi keadilan 
yang positif akan memotivasi dalam munculnya perilaku kerja sukarela 
pada guru. 

mailto:24121685007@mhs.unesa.ac.id


132      Fadhilah et al., Organizational Citizenship Behavior among Teachers…… 

 

This work is licensed under a Creative Commons Attribution-ShareAlike 4.0 International License. (CC BY SA) 

Introduction  

Teachers currently play a strategic role in determining the direction and quality of education. This is 
because their role extends beyond teaching and learning in the classroom, but also includes active 
contributions to the school, both socially and emotionally. In this context, organizational citizenship 
behavior (OCB) is a crucial factor in the success of organizations, particularly educational 
institutions. Organ (2006) defines organizational citizenship behavior as voluntary individual 
behavior that is not directly recognized by a formal reward system, yet contributes overall to the 
organization's effectiveness. 

According to Afifah & Mulyana (2024), the presence of organizational citizenship behavior 
(OCB) among teachers in the school environment significantly contributes to achieving the 
educational function and goals of the institution. This phenomenon is evident in real-world 
practice, when teachers voluntarily help colleagues, accompany students outside of class hours, 
such as in competitions, and participate in various school activities without direct compensation. 
These behaviors demonstrate the professionalism and dedication of teachers, which play a crucial 
role in creating an effective and harmonious learning environment. 

Competition among educational institutions is currently increasingly fierce, with many 
schools vying to build a superior image in academics, global competency, and character 
development. Some foundation-based schools also implement specific standards, such as boarding 
school systems and international-standard curricula. This situation demands optimal performance 
from all organizational components, including teachers.In line with these demands, understanding 
the importance of Organizational citizenship behavior (OCB) is highly relevant. Teachers' voluntary 
behavior outside of formal duties can improve organizational effectiveness and the overall quality 
of education. Teachers are indirectly expected to demonstrate extra-role behaviors, such as helping 
colleagues, demonstrating loyalty to the school, and being active in institutional activities. 
According to Luthans (2011), OCB contributes to increased teamwork, work morale, and group 
performance. 

In the educational context, OCB also plays a role in reducing conflict, improving internal 
communication, and creating a positive work climate (Podsakoff et al., 2018). Teachers with high 
OCB tend to demonstrate stronger emotional attachment and loyalty to the institution because they 
work beyond fulfilling contractual obligations. According to Organ (2006), there are five dimensions 
of Organizational Citizenship Behavior: altruism (voluntarily helping coworkers), conscientiousness 
(discipline exceeding minimum standards), sportsmanship (remaining positive in difficult 
situations), courtesy (preventing conflict through good communication), and civic virtue (actively 
participating in organizational life). 

Based on a preliminary study conducted through interviews with one of the administrators 
of the "X" Foundation, it was discovered that the teachers support each other, for example, by taking 
turns helping students experiencing difficulties. Some teachers are also willing to accept additional 
professional assignments, both in internal school activities and externally. Teachers contribute to the 
decision-making process through discussions with colleagues, superiors, and the foundation's 
administrators. 

The management also explained that many teachers voluntarily assist students in 
extracurricular activities, such as art competitions, sports competitions, olympiads, and 
memorization competitions. This finding aligns with Putri & Nurmayanti (2024), who stated that 
organizational citizenship behavior is necessary to effectively achieve organizational goals. Organ 
(2006) explained that several factors influence organizational citizenship behavior, namely internal 
and external factors. Internal factors include attitude, personality, perceptions of fairness, and 
intrinsic motivation, while external factors include leadership, organizational structure, social 
environment, superior support, organizational climate, and job design. 
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One of the internal factors that influences organizational citizenship behavior is 
organizational pride. Organizational pride is an individual's sense of pride in the organization for 
which they work. According to Youn & Kim (2022), organizational pride plays a crucial role in 
shaping positive work behaviors such as OCB. This opinion is supported by research by Nadatien et 
al. (2022), which shows that organizational pride has a significant influence on OCB. 

Organizational pride is an individual's positive emotional reaction to an organization, 
arising from its prestige, success, and personal contributions (Gouthier & Rhein, 2011). This sense of 
pride encourages individuals to view the organization's success as part of their self-worth, thus 
motivating them to make voluntary contributions. Furthermore, organizational pride can also 
strengthen members' sense of belonging and loyalty (Nadatien et al., 2022). According to Gouthier 
& Rhein (2011), organizational pride consists of two dimensions: emotional pride, which arises from 
specific events, and attitudinal pride, which is a more stable pride integrated with an individual's 
identity. 

Another relevant factor is organizational justice. Organizational justice is an individual's 
perception of fairness in organizational processes, including treatment, decisions, and information 
received in the workplace (Colquitt, 2001). According to Wirandika & Siswati (2022), organizational 
justice reflects employees' perceptions of fair treatment received from superiors and coworkers. 
According to Colquitt (2001), organizational justice has four dimensions, namely distributive justice 
(fairness of the results received), procedural justice (fairness of decision-making procedures), 
interpersonal justice (fairness of interpersonal treatment), and informational justice (fairness related 
to the quality and clarity of information). 

Research on Organizational citizenship behavior remains crucial because teachers' voluntary 
behavior contributes to school effectiveness and the advancement of educational institutions. 
However, research examining the psychological factors that shape OCB, particularly in the context 
of Islamic educational foundations, is relatively limited. 

Most previous studies have examined predictors of OCB separately and rarely tested 
organizational pride and organizational justice simultaneously. Yet, both variables could 
theoretically be important factors in driving teachers' extra-role behavior. Furthermore, several 
previous studies have shown inconsistent results. Some studies found a significant effect on OCB, 
while others showed a weak or insignificant relationship (Floman, 2012; Putri & Nurmayanti, 2024; 
Saraswati & Ribek, 2018). This inconsistency in results indicates a research gap that requires further 
study. 

The selection of teachers from Foundation "X" as research subjects was based on the 
foundation's strong organizational structure, dominant religious values, and internationally 
recognized educational standards. This context is important because organizational culture and 
value systems can influence the emergence of organizational citizenship behavior. The primary 
theory explaining how pride and perceived justice drive OCB is Social Exchange Theory (SET). 
According to Cropanzano & Mitchell (2005), the relationship between individuals and organizations 
is reciprocal. Individuals tend to exhibit positive behaviors such as OCB when they feel valued and 
treated fairly by the organization. Based on this description, this study aims to examine the 
relationship between organizational pride and organizational justice and organizational citizenship 
behavior among teachers at Foundation "X." 

Method  

This study used a quantitative approach with a correlational design. The purpose of this study was 
to determine the relationship between organizational pride and organizational justice and 
organizational citizenship behavior in teachers. The independent variables in this study were 
organizational pride (X1) and organizational justice (X2), while the dependent variable was 
organizational citizenship behavior (Y). 
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 Organizational pride is defined as an individual's sense of pride, both emotional and long-
term, in the organization for which they work. Organizational justice is an individual's perception 
of the fairness of outcomes, processes, interactions, and information within the organization. 
Organizational citizenship behavior is voluntary behavior outside of formal duties that supports 
organizational effectiveness. Participants of this study were teachers at the Islamic Education 
Foundation "X" in East Java. The study population included all teachers at the kindergarten, 
elementary, junior high, and high school levels. The sampling technique used proportionate 
stratified random sampling, so that each educational unit received proportional sample 
representation. 

 Data collection was conducted after obtaining official permission from the foundation. 
Respondents were given an explanation of the research objectives, guaranteed data confidentiality, 
and the right to participate voluntarily. All respondents provided informed consent before 
completing the questionnaire. 

 The number of participants involved in this study was 155 teachers who met the research 
criteria. The criteria for research subjects were active teachers who had taught for at least two 
academic years and were officially registered as educators at the foundation. Participant 
characteristics in this study included gender, age, length of service, and educational level. 
Demographic data was used to provide a general overview of the participants. 

Table 1. Demographic characteristics of the participants 
Characteristics Category n Percentage  

Gender 
Male 43 27,7 

Female 112 72,3 

Age 

20-30 years 69 44,5 
31-40 years 48 31,0 
>40 years 38 24,5 
< 1 years 12 7,7 

Length of Service 

1-5 years 53 34,2 
6-10 years 35 22,6 
>10 years 55 35,5 

Educational Level 

Senior High 
School 

4 2,6 

Bachelor’s 
Degree/S1 

126 81,3 

Master’s 
Degree/S2 

24 15,5 

Doctoral 
Degree/S3 

1 0,6 

The demographic characteristics of the participants are presented in Table 1. Of the 155 

teachers who participated in this study, 112 (72.3%) were female and 43 (27.7%) were male, 

indicating that the sample was predominantly composed of female teachers. Regarding age, the 

largest proportion of participants was in the 20–30 years age group (44.5%), followed by those aged 

31–40 years (31.0%) and over 40 years (24.5%). In terms of length of service, most participants had 

worked for more than 10 years (35.5%), followed by 1–5 years (34.2%), 6–10 years (22.6%), and less 

than one year (7.7%).With respect to educational attainment, the majority of participants held a 

Bachelor’s degree (81.3%), while 15.5% had obtained a Master’s degree. Only a small proportion of 

participants had completed Senior High School (2.6%) or earned a Doctoral degree (0.6%). 

 Data collection was conducted using three psychological scales in the form of a Likert-type 
questionnaire. In this study, the Likert scale presented statements with five response options: 
strongly agree, agree, undecided, disagree, and strongly disagree. Each respondent's response was 
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scored sequentially from 5 to 1 for favorable statements, while unfavorable statements were scored 
sequentially from 1 to 5, to maintain consistency in measurement direction. 

The organizational pride scale is based on the attitudinal pride and emotional pride 
dimensions of Gouthier & Rhein (2011), consisting of 13 items. The reliability and validity test 
results showed that the organizational pride scale, which originally consisted of 15 items, had 13 
valid items and 2 invalid items with inter-item correlation below 0.3. The Cronbach’s alpha 
coefficient for this scale was 0.711. 

The organizational justice scale is based on four dimensions of Colquitt (2001): distributive 
justice, procedural justice, interpersonal justice, and informational justice,. Of the 24 items, 23 were 
valid and 1 was dropped from the analysis as inter-item correlation was lower than 0.3. Cronbach's 
alpha value of 0.927, indicating excellent internal consistency in the instrument. 

The organizational citizenship behavior scale is based on five dimensions of Organ et al. 
(2006): altruism, courtesy, conscientiousness, sportsmanship, and civic virtue. Of 39 items, 33 items 
were valid items and 6 items were discarded having inter-item correlation below 0.3. This scale was 
quite reliable,  with Cronbach's alpha of 0.951. 

 In this study, data analysis used multiple linear regression techniques to test the partial 
relationship of each independent variable with organizational citizenship behavior, as well as an F-
test to determine the simultaneous relationship of all independent variables with the dependent 
variable. Classical assumption tests were conducted before performing multiple linear regression 
analysis, including normality, linearity, multicollinearity, and heteroscedasticity tests to ensure the 
regression model met the analysis requirements. All statistical analyses in this study were 
performed using with SPSS version 25.  

Results  

Descriptive analysis was conducted to provide a general description of the conditions of the 
variables of organizational pride, organizational justice, and Organizational Citizenship Behavior 
(OCB) in teachers at the Islamic Education Foundation "X". 

Table 2. Descriptive statistics of research variables 

Variables Min Max Mean Std. D. 

Organizational Pride 40 65 53.59 6.095 
Organizational Justice 69 115 93.97 10.187 
Organizational Citizenship Behavior 102 165 142.12 12.705 

Based on Table 1, the organizational pride variable had an average score of 53.59 out of a 
maximum score of 65, indicating that teachers have a high sense of pride in the organization they 
work for. The organizational justice variable had an average score of 93.97 out of a maximum score 
of 115, indicating that teachers have a positive perception of organizational justice. Furthermore, the 
Organizational Citizenship Behavior (OCB) variable had an average score of 142.12 out of a 
maximum score of 165, indicating that teachers have a high tendency to display voluntary behavior 
that supports organizational effectiveness. 

The high category in this study was determined based on the position of the empirical 
average score, which was above the midpoint of the theoretical score and close to the maximum 
score for each variable. Thus, all three research variables were in the high category Before 
conducting multiple linear regression analysis, classical assumption tests were first conducted, 
including normality, multicollinearity, and heteroscedasticity. 

The results of the normality test using the Kolmogorov-Smirnov test showed a significance 
value of 0.200 (p > 0.05). This indicates that the residual data is normally distributed, thus meeting 
the assumption of normality. The results of the multicollinearity test indicate that all independent 
variables have a tolerance value of 0.740 and a VIF of 1.352. A tolerance value >0.10 and a VIF <10 
indicate that there is no multicollinearity among the independent variables in the regression model. 
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The results of the heteroscedasticity test using the Glejser method indicate a significance value of 
0.293 for the organizational pride variable and 0.241 for organizational justice (p > 0.05). Thus, there 
are no symptoms of heteroscedasticity in the regression model. 

A multiple linear regression analysis was conducted to examine the simultaneous and 
individual predictive power of organizational pride and organizational justice on Organizational 
Citizenship Behavior (OCB) among the teachers. Preliminary assumption displays indicated that the 
linear model was appropriate for the data. The results of the simultaneous analysis revealed that the 
regression model was statistically significant, F(2, 152) = 119.54, R² = .611, p < .001, accounting for 
approximately 61.1% of the total variance in OCB. This demonstrates a strong collective effect of 
both independent variables in explaining the variance of employees' extra-role behaviors within the 
educational institution. 

Table 2. Multiple regression results for organizational pride and organizational justice predicting OCB 

Predictors B SE β t p 

Organizational Pride 0.792 0.123 .380 6.460 < .001 

Organizational Justice 0.644 0.073 .517 8.787 < .001 

In terms of individual predictors, both independent variables were found to be significant 
and positive predictors of OCB. Organizational justice emerged as the stronger predictor in the 
model (β = .517, t(152) = 8.79, p < .001), indicating that higher perceptions of fairness within the 
organization are substantially linked to increased citizenship behaviors. Organizational pride was 
also a significant, positive predictor of OCB (β = .380, t(152) = 6.46, p < .001), showing that emotional 
identification and pride toward the institution independently foster discretionary work effort. The 
complete regression parameters, including unstandardized and standardized coefficients, are 
detailed in Table 2. 

Discussion  

The results of the study indicate that organizational pride has a positive and significant relationship 
with Organizational Citizenship Behavior (OCB). This finding indicates that the greater a teacher's 
sense of pride in their institution, the greater their tendency to exhibit volunteer behavior that 
supports the organization. Teachers who are proud of their school or foundation tend to have a 
strong emotional attachment, maintain the institution's reputation, and are willing to contribute 
beyond the formal demands of their job. 

These results align with previous research that found organizational pride to be an 
important predictor of Organizational Citizenship Behavior (Im & Chung, 2018; Nadatien et al., 
2022). Pride in an organization encourages individuals to identify themselves as part of the 
organization, thus creating an internal drive to contribute voluntarily for the institution's 
advancement. These findings can also be explained through the Affective Events Theory proposed 
by Weiss and Cropanzano (1996). This theory explains that positive work experiences, such as 
organizational success, a good reputation, and social recognition, will generate positive emotions 
that subsequently encourage prosocial behavior in the workplace. 

In the context of the Islamic Education Foundation, pride arises not only from academic 
achievement but also from the alignment between teachers' personal values and the moral and 
spiritual values adopted by the organization. This strengthens teachers' identity as part of the 
institution, thus encouraging consistent OCB behavior. In addition to organizational pride, research 
results also show that organizational justice has a positive and significant relationship with 
Organizational Citizenship Behavior. Based on Standardized Beta values, organizational justice is 
the strongest predictor compared to organizational pride. This indicates that teachers' perceptions 
of fair treatment within the organization have a more dominant influence in encouraging volunteer 
behavior. 
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Teachers who feel treated fairly in the distribution of tasks, decision-making procedures, 
interpersonal interactions, and the delivery of information are more likely to display positive 
attitudes toward the organization. These behaviors can include helping coworkers, maintaining a 
harmonious work environment, and actively participating in school activities. These findings 
support the Social Exchange Theory framework, which emphasizes the principle of reciprocity 
between individuals and organizations. When teachers perceive fair treatment, they are motivated 
to reciprocate this treatment through additional contributions in the form of Organizational 
Citizenship Behavior. 

The results of this study are consistent with the findings of Rahman & Karim (2022), Basyant 
et al. (2024), and Humairo & Suryatni (2024), which indicate that organizational justice plays a 
significant role in increasing OCB. Simultaneously, organizational pride and organizational justice 
have a significant relationship with Organizational Citizenship Behavior. This indicates that the 
emergence of teacher volunteer behavior is influenced not only by emotional factors such as pride 
but also by cognitive evaluations of the fairness applied by the organization. The combination of 
these two factors creates a psychological climate conducive to the development of positive work 
behavior. 

The coefficient of determination of 61.1% indicates that the variation in OCB can be 
explained by organizational pride and organizational justice. Meanwhile, 39.4% was influenced by 
factors outside this study, such as job satisfaction, organizational commitment, leadership style, 
organizational culture, and teachers' intrinsic motivation. These findings indicate that OCB 
behavior is a multidimensional phenomenon influenced by various psychological and situational 
factors. 

The results of this study provide practical implications for foundation managers and school 
leaders. Efforts to improve teacher OCB can be implemented by building pride in the institution by 
improving the school's reputation, providing appreciation for teacher contributions, and 
internalizing the organization's vision and values. 

Furthermore, the implementation of a fair system in task distribution, policies, performance 
evaluations, and organizational communication needs to be strengthened so that teachers feel 
valued and treated equally. This study has limitations in its use of a cross-sectional design, which 
makes it unable to capture the dynamics of changes in teacher attitudes and behavior over the long 
term. Furthermore, the study subjects came from only one educational foundation, so generalizing 
the research results to other educational institutions requires caution. Future research is 
recommended to use a longitudinal design and include other variables such as transformational 
leadership, organizational commitment, work religiosity, or job satisfaction. 

Conclusion  

This study concludes that organizational pride and organizational justice have a positive and 
significant relationship with teachers' Organizational Citizenship Behavior, both partially and 
simultaneously. Teachers who feel pride in their organization and perceive fairness in the 
workplace are more likely to exhibit voluntary behavior that supports the effectiveness and 
sustainability of the educational organization. Based on the results of the regression analysis, 
organizational justice is a stronger predictor of Organizational Citizenship Behavior than 
organizational pride. This indicates that teachers' perceptions of fairness in task distribution, 
organizational procedures, interpersonal treatment, and information disclosure are more dominant 
factors in encouraging voluntary work behavior. 

The results of this study provide an empirical contribution to the development of 
organizational psychology studies in the educational context, particularly in Islamic educational 
institutions, by emphasizing the importance of affective factors and organizational justice in 
shaping teachers' prosocial work behavior. Practically, the results of this study can serve as a basis 
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for foundations and school administrators to improve Organizational Citizenship Behavior by 
creating a fair organizational system and strengthening teachers' pride in the institution. Further 
research is suggested to add other variables such as job satisfaction, organizational commitment, 
leadership style, and organizational culture to obtain a more comprehensive prediction model of 
Organizational Citizenship Behavior. 
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