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Abstract 
 
Aim/purpose – This study aims at investigating the incidence of procedural justice, job 

satisfaction, and organisational citizenship behaviour (OCB) of employees within small 

and medium scale enterprises (SMEs) in Nigeria. The main thrust of the study is to pro-

vide justification for the possible link between these behavioural factors with a view to 

establishing their roles in fostering SMEs. 

Design/methodology/approach – A cross-sectional survey design was employed to 

elicit information from 1420 employees randomly selected from 71 surveyed companies. 

The responses from the questionnaire were analysed employing correlation and hierar-

chical regression analysis. 

Findings – The result showed a significant relationship between procedural justice, job 

satisfaction, and OCB after controlling for age and gender. The study, therefore, con-

cludes that procedural justice, job satisfaction and citizenship behaviour of SMEs em-

ployees are imperative for the success and ultimate survival of SMEs. 

Research implications/limitations – Understanding the impediments to the growth of 

SMEs in developing nations require an indebt understanding of some behavioural fac-

tors. The study was limited to SMEs in Lagos, Nigeria.  

Original/value/contribution – The study recommends the need for managers of SMEs 

to monitor these three behavioural outcomes in other to ensure the sustainability of their 

businesses. This would in the long run, improve an employment, and reduce poverty. It 

also provides statistical norms for researchers. 
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1. Introduction  
 

The growing rate of poverty in Sub-Saharan Africa has been provoking the 

interest of all discerning minds towards efforts aimed at complete eradication of 

poverty. No wonder the United Nations in its 17-point Sustainable Development 

Goals (SDGs) direct every nation of the world to work towards zero poverty by 

the year 2030 (United Nations, 2015). To achieve this fit, the activities of small 

and medium enterprises must be reviewed for greater performance. Hence, or-

ganisational behaviour researchers have been investigating several behavioural 

factors which could encourage the growth of SMEs in developing nations 

(Ayuso, & Navarrete-Báez, 2018; Prange & Pinho, 2017). 

Given the importance of small and medium enterprises to economic growth 

and development, there have been increasing rate of interest by scholars and 

practitioners in this sector (Rasheed, Convoy, Nadeem, & Saddique, 2017). 

SMEs are seen as the backbone of any nation whether developed or developing 

(Qamruzzaman & Jianguo, 2019). According to the National Bureau of Statistics 

(2017), Micro Small and Medium Scale Enterprises (MSMEs) in Nigeria con-

tribute about 49.78% of the National Gross Domestic Product (GDP), and also 

enhances  employment. Despite this, the sector still encounters several challenges 

which affect its performance.  

Interestingly, despite the numerous studies on SMEs in Nigeria, there is  

a dearth of information on the role of behavioural factors on the activities of 

SMEs (Gorondutse & Hilman, 2019; Ogunyomi & Bruning, 2016). This is the 

main thrust of this study and seeks to investigate how procedural justice and job 

satisfaction may influence organisational citizenship behaviour (OCB) among 

employees of SMEs in Nigeria. 

Although the literature has continuously shown how certain behavioural 

factors, such as employees’ perception of fairness of procedure and outcome; 

employees’ level of satisfaction with their jobs, and OCB, do influence efficien-

cies of organisations (Özduran & Tanova, 2017).This study seeks is to provide 

justification for the possible link between these behavioural factors (procedural 

justice, job satisfaction and OCB) with a view to establishing their roles in fos-

tering SMEs. This is important in order to provide adequate data which can as-

sist the operations of SMEs towards ensuring their growth to enhance employ-

ment opportunities and ultimately reduce poverty in our society.  
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In the opinion of Wolfe, Rojek, Manjarrer, & Rojek (2018), the organisa-

tional justice literature concludes that how fair employees are treated has signifi-

cant effect on organisational outcomes regardless of the study setting. This sug-

gests that unfair treatment of employees has significant effect not only on the 

employees themselves, but on other parties (such as the workgroup and clients) 

within and outside the organisation (Harris, Lavelle, & McMahan, 2018). How-

ever, the perception of justice may be triggered by various factors, one of which 

is the level of job satisfaction (Colquitt, 2015). Job satisfaction, which is the 

extent to which an employee likes or dislikes the work (Locke, 1976), is very 

crucial to the organisation as well as to the employee. It has grown to become  

a popular concept employed by researchers to help organisations achieve indi-

vidual and organisational goals, for the simple reason that when employees are 

not satisfied with their job it becomes almost impossible to achieve other im-

portant behavioural outcomes, including organisational citizenship behaviour 

(Chattopadhyay, 2019). In fact, the desire by managers of organisations to hire 

employees, willing to go beyond the normal job requirements, has consistently 

provoked interest in the subject of organisational citizenship behaviour.  

By definition, OCB is a set of discretionary behaviour exhibited by an em-

ployee, outside their prescribed job requirement, though not rewarded by the 

organisation, but has significant impact on the overall success of the organisa-

tion (Organ, 1988). Hence, organisational citizenship behaviour is a contributory 

factor (among others) towards the wellbeing of an organisation, be it small, me-

dium, or large (Adebakin, Ogundele, & Sulaimon, 2008).  

The rationale for this paper’s focus on small and medium enterprises is to 

provide a data that would aid the growth of SMEs in line with the United Na-

tions Sustainable Development Goals (SDGs), which affirm that the growth and 

development of a nation largely depend on how well the SMEs function in the 

economy (van der Ven, 2018). There is no gainsaying the fact that SMEs remain 

a fundamental asset for the development of any nation. However, the numerous 

policies, strategies and implementation processes designed to ensure their sur-

vival in developing nations has not made noticeable impact on the sector, for the 

reason that less attention is paid to some behavioural factors that could foster 

growth in the sector (Krishnan & Scullion, 2017). Consequently, organisational 

behaviour researchers have attempted to showcase the prevailing importance of 

organisational justice perception, job satisfaction, and OCB in modern organisa-

tions. Unfortunately, most of these studies have tilted more to large corporations 

in both developed and developing countries, with little attention on SMEs. This 
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explains our study’s focus on small and medium scale enterprise within the con-

text of a developing country such as Nigeria.  

The paper is categorised into five sections, namely the introduction, review 

of literature, the methodology, the results from the findings, and the conclusions.  
 

 

2. Literature review 

 

2.1. OCB 
 

This study is anchored on the social exchange theory by Blau (1964), which 

beliefs the mutual relationship between two parties or groups. It advocates that  

a two-way relationship is expected from employees to the employer and vice 

versa, to avoid injustice among the parties concerned. It is obvious that when 

employees perceive injustice both in process and outcome, they are likely to 

reciprocate negatively towards the organisation. However, if the employees do 

not reciprocate positively after they have been fairly rewarded, the organisation 

will, in turn, not be happy with such employees. These two illustrations become 

a fundamental issue for organisations because the balance between both parties 

is required for the proper functioning of the organisation (Eisenberger, Hunting-

ton, Hutchison, & Sowa, 1986). In line with this theory when procedural justice 

is viewed negatively by employees, it is expected that organisational citizenship 

behaviour will be absent in such a work setting. In the same vein, when employ-

ees are well catered for, they are likely to go beyond their call and reciprocate in 

a positive manner (van Knippenberg, van Prooijen, & Sleebos, 2015). 

From the days of the human relations era (1930-1939), the initiation of 

OCB was as a result of the satisfaction-productivity argument in the human rela-

tions era (Ocampo, Acedillo, Bacunador, Balo, Lagdameo, & Tupa, 2018). Dur-

ing this era, satisfaction was viewed as a combination of innate and external 

factors in the work environment that gives an employee a positive feeling to-

wards the job and the organisation (Ocampo et al., 2018). The satisfaction de-

rived from the job by employees influences their level of organisational outcome 

including organisational citizenship behaviour (Organ, 1997). 

According to Ocampo et al. (2018), the term OCB was coined by Bateman, 

& Organ (1983). Though extra-role behaviour exhibited by employee was first 

observed by Katz & Kahn (1966), but the actual definition of organisational 

citizenship behaviour was by Organ (1988: 4), where OCB is viewed as an “in-

dividual behaviour that is discretionary, not directly or explicitly recognised by 
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the formal reward system and that in aggregate promotes the effective function-

ing of the organisation”. Scholars have argued that this definition emanated from 

the work of Barnard (1968) and Katz (1964), ’individual willingness to cooper-

ate’ and ’innovative and spontaneous behaviour’ of employees. Later on, Organ 

(1997) redefined OCB as an employee behaviour which goes beyond the stand-

ard work requirement, but helps in the proper functioning of the organisation. 

Since then, the definition of OCB by Organ and his associates has become the 

bedrock on which other definitions of OCB have hinged. Even when other 

scholars have come up with several definitions, all these definitions still rely on 

the one given by Organ and his colleagues (Ocampo et. al., 2018). 

In an integrative review, Pooja, de Clercq, & Belausteguigoitia (2016) 

found organisational citizenship behaviour as an important segment of human 

resource development which needs more attention in order to foster employee 

and organisational performance. Furthermore, Pradhan, Jena, & Kumari (2016) 

noticed that human resource policy such as work-life balance policy has signifi-

cant negative effect on employees exhibiting citizenship behaviour. The study 

further observed that organisational commitment mediate this relationship. Con-

sequently, the study advised human resource practitioners to look carefully at the 

human resource policies of their organisations, so as to enable organisational 

citizenship behaviour to flourish in the organisation (Aderibigbe, Nwokolo,  

& Oluwole, 2019).  

A study conducted by Salas-Vallina, Alegre, & Fernández (2017) in the 

health sector of Spain, found organisational learning capability impacted signifi-

cantly on OCB, while new employee happiness at work mediates the relation-

ship between organisational learning capability and organisational citizenship 

behaviour. Furthermore, Alfonso, Zenasni, Hodzic, & Ripoll (2016) noticed that 

emotional intelligence positively impacted significantly on dimensions of OCB 

and this relationship was further mediated by the quality of working life among 

French adult teams. This study, further confirms that having a good quality of 

work life impacts positively on OCB of employees towards the organisation and 

not OCB towards the individual by employees. However, only employees with 

high emotional intelligence had a better quality of work life.  

With data collected from 950 employees from various streams of life, van 

Dyne, Graham, & Dienesch (1994) observed that certain work behaviours can 

only be explained through the theory-based multidimensionality measure of 

OCB. The study emphasised the importance of cross-discipline approach to-

wards theory building. Furthermore, Podsakoff, Podsakoff, Mackenzie, Maynes, 
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& Spoelma (2014) in a review of OCB found that studies have focused on indi-

vidual level of analysis in the earlier studies of OCB. However, a unit-level of 

OCB has become important as well as their outcomes today. In their review, 

they found that only few studies have investigated the mediators and moderators 

between various forms of OCB and their outcomes. Among the mediators identi-

fied by the review are group task performances, customers’ satisfaction, and 

overall-group cohesion amongst others, while the moderators that have been 

employed by studies are team experience, sales experience, and organisational 

deviance behaviour. Despite the findings of the review, it recommended the need 

for further studies on the possible link between OCBs at the unit level and their 

outcomes. 

Somech & Drach-Zahary (2004), examining OCB from the perspective of 

the organisation, found that OCB needs to be examined as a context-related con-

struct. It is by this arrangement that OCB benefits both the organisation and the 

individual. The study encourages the need for this approach for organisations to 

achieve better results. Halbesleben & Bellairs (2016) examined how various 

motives could influence the way in which employees exhibit various forms of 

OCB within a given context. The review opined that OCB is viewed as the fu-

ture of one’s work which can be accomplished either through multi-finality or 

equifinality, which in the end gives an employee the best way to accomplish 

their goals.  

Ogunyomi & Bruning (2016) noticed that human resource practices of oc-

cupational health and safety and human capital development have a positive 

impact on the non-financial performance measure of SMEs, while employee 

performance had a direct relationship with financial measures. The study re-

vealed that human resource management practices jointly influence the financial 

and non-financial performance of SMEs in Nigeria. Furthermore, Rasheed et al. 

(2017) studying SMEs in Pakistan, established a significant positive link be-

tween employee voice, high performance work system and innovation with em-

ployee voice moderating the relationship between high-performance work sys-

tem and organisational innovation. The study emphasised the need to revisit 

extra role of employee’s behaviour in SMEs generally to improve their level of 

performance. It is also important to note that Tahir & Inuwa (2019) found that 

poor infrastructural facilities and insecurity are the two fundamental factors in-

fluencing the performance of micro, small and medium scale enterprises in Ni-

geria although the study was limited only to Bornu State in Nigeria.  
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2.2. Procedural justice and OCB 
 

The justice literature has grown to show that employees will react negative-

ly when there is injustice observed in the organisation. Organisational justice is 

the extent to which an employee believes they are fairly treated by the employer. 

The literature indicates three prominent measures of organisational justice 

(Colquit, 2015). These are distributive justice, procedural justice, and interac-

tional justice. Distributive justice refers to how fair is the reward given to an 

employee based on the organisational outcomes, while the unbiased process 

employed to determine the outcomes is referred to as procedural justice (Moor-

man, 1991). Procedural justice is seen as having a direct impact on OCB and 

other various work outcomes such as organisational commitment, job satisfac-

tion among others (Moorman, Blakely, & Niehoff 1998). Interactional justice 

looks at how employees may have been treated in the course of the justice pro-

cess employed (Moorman, 1991). The relationship between organisational jus-

tice and OCB has been documented in the literature as being positive. The litera-

ture posits that of all the dimensions of organisational justice, procedural justice 

has significant influence on OCB (Yadav & Gupta, 2017).  

Yadav & Gupta (2017) in a study of 204 employees in the tourism industry 

found a positive relationship between procedural justice and OCB. However, the 

study observed that organisational trust did not mediate the relationship between 

procedural justice and organisational citizenship behaviour. Furthermore, within 

the Nigerian context, the performance of SMEs mostly relies on the human re-

sources policies put in place, as it may hinder the organisational goals (Ogun-

yomi & Bruning, 2016). Therefore, when the process employed to disseminate 

rewards is fair, it is expected that it will influence the citizenship behaviour of 

employees positively. Sequel to this postulation, this study hypothesised that:  

 

H1: Procedural justice perception among employees of SMEs will be significantly 

related to their level of OCB. 

 

 

2.3. Job satisfaction and OCB 

 

The field of organisational behaviour has witnessed increase in studies of 

job satisfaction due to its importance and it is the frequently studied attitude 

which arises from the perception of how an employee views their job, whether 

positively or negatively (Ummah & Athambawa, 2018). Job satisfaction is con-
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cerned with how an employee likes or dislikes the job, as a result of employee 

perception of the job. A study by Yadav & Gupta (2017) revealed positive sig-

nificant relationship between job satisfaction and OCB.  

Appelbaum et al. (2004) employing a case study of a manufacturing plastic 

company observed that employees low in job satisfaction, are also low in their 

citizenship behaviour. The study opined the need to improve the level of em-

ployee job satisfaction in organisations. Moreover, Foot & Tang (2008) in  

a study of manufacturing facilities in coastal Mississippi found a significant 

positive relationship between job satisfaction and OCB. The relationship was 

further moderated by team commitment. Drawing from the social exchange the-

ory, it is expected that job satisfaction should enhance employees’ OCB posi-

tively. Therefore, employees’ job satisfaction should be positively related to 

OCB. In the light of this, it is expected that a higher level of employee job satis-

faction will influence positively organisational outcomes. How an employee 

feels about the job is fundamental for the type of services the organisation may 

expect from such an employee (Oluwafemi & Okon, 2018). Invariably, when 

employees are not satisfied with their job, they tend to restrict themselves only 

to the formal aspects of the job. Therefore, this study hypothesised that: 

 

H2: Job satisfaction among employees of SMEs will be significantly related to 

their level of OCB. 
 

 

3. Research methodology 
 

A cross-sectional survey design was adopted for the study. The justification 

for adopting this design is to understand the relationship that exists between the 

variable under study. The study sampled 1,420 employees randomly selected 

from 71 surveyed companies, drawn from the list of more than 1,000 SMEs in 

Lagos state using a proportionate and convenience sampling technique. Partici-

pants were duly informed of the research process and their anonymity was guar-

anteed. The choice of Lagos state was informed by its cosmopolitan nature  

coupled with the fact that it is a commercial hub of Nigeria where the majority 

of these SMEs operate. In addition, the choice of this sample was as a result of  

a further investigation which revealed that the majority of the SMEs had either 

folded up or changed addresses. Only the manufacturing and the service sectors 

were used for the study.  
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A structured questionnaire was distributed amongst employees of the se-

lected SMEs, ensuring voluntary and confidentiality of their response. The ques-

tionnaire is presented in the Appendix.  

Procedural justice was measured with a 15-item questionnaire developed by 

Niehoff & Moorman (1993). The questionnaire was structured on a five-point 

Likert scale ranging from strongly disagree (1) to strongly agree (5). Example 

items were ‘job decisions are made by my supervisor in an unbiased manner’,  

‘All job decisions are applied consistently across all affected employees’. This 

instrument has a split-half reliability coefficient of .90.  

Job satisfaction was measured using a twelve-item questionnaire designed 

by Hackman & Oldham (1980), on a five-point Likert scale with question items 

such as ’I am very much satisfied with my job’. This measure has been applied 

by other studies (Mossholder, Bennett, Kemery, & Wesolowski, 1998; Rahim  

& Buntzman, 1989) and a reliability coefficient ranging from .60-.75 was estab-

lished. 

OCB was measured using the scale developed by Farh, Earley, & Lin 

(1997). The researchers’ choice of Farh et al. (1997) was because this study is 

basically interested in those dimensions that are universal across cultures to 

which this instrument provides adequate coverage. For instance, identification 

with the company, altruism, and conscientiousness, are dimensions that are uni-

versal in nature and had been measured previously with an internal consistency 

of .87, .87, and .82, respectively.  

The researchers found this instrument easily adaptable to the Nigerian situa-

tion having established new reliability coefficients of .91, .89, and .87 for proce-

dural justice, job satisfaction, and OCB, respectively. 

In line with studies on OCB (Chattopadhyay, 1999; Kidder, 2002; Klotz, 

Bolino, Song, & Stornelli, 2018), the current study controlled for age and the 

gender of respondents as they may confound the findings of the study. 
 

 

4. Research results 
 

The result of the bio-data of respondents revealed that there were 706 

(49.7%) males and 714 (50.3%) females. This implies that there were more fe-

male than male in the sample size. In terms of age of the respondents, 24 (1.7%) 

were <18 years, 626 (44.1%) were between ages 20-30 years, 579 (40.8%) were 

between ages 31-40 years, 169 (11.9%) were between ages 41-50 years, while 

22 (1.5%) were above 50 years. 
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Before employing correlation and regression analyses to test the relation-

ship amongst the study variables, the Harman’s single factor analysis was em-

ployed in order to test the potential presence of common method bias in line 

with previous literatures (Podsakoff, Mackenzie, Lee, & Podsakoff, 2003; Pod-

sakoff, Mackenzie, & Podsakoff, 2012). This is because the study employed  

a cross-sectional design, implying that the responses were collected at a particu-

lar period and is therefore susceptible to common method bias. The result re-

vealed that a single factor accounted for 24% of variance, indicating that com-

mon method bias was not a problem, since it is below 50% cut off. 
 

Table 1. Correlation matrix for all the study variables 
 

Variables 1 2 3 

1. Procedural justice 1   

2. Job satisfaction .49** 1  

3. Organisational citizenship behaviour .41** .39** 1 
 

** Correlation is significant at the 0.01 level. 
 

Source: Authors’ own research (2019). 
 

The result of the correlation reveals a positive and significant relationship be-

tween all the variables (Table 1). For instance, procedural justice and job satisfaction 

(r = .49), procedural justice and OCB (r = .41), and job satisfaction and OCB  

(r = .39). This reveals a liner relationship exist between the study variables. 

Further analysis was carried out to determine the extent to which procedural 

justice and job satisfaction have contributed to the amount of variance in OCB 

after controlling for age and gender. A hierarchical regression analysis of all the 

study variables was done and the result generated is summarised in Table 2. 
 

Table 2. Hierarchical regression matrix for all the study variables 
 

Model Variables B β t Sig R R2 F P 

1 Constant 

Age 

Gender 

4.067 

  .045 

−.090 

 

 .063 

−.081 

48.549 

  2.239 

 −2.890 

.000 

.025 

.004 

 

.119 

 

.014 

 

10.233 

 

<.05 

2 Constant 

Age 

Gender 

*PJ 

**JS 

2.204 

  .023 

  .047 

  .294 

  .189 

 

.032 

.043 

.349 

.259 

19.806 

  1.320 

  1.717 

13.289 

10.084 

.000 

.187 

.086 

.000 

.000 

 

.518 

 

.269 

 

129.875 

 

<.05 

 

Dependent Variable: OCB. 
 

* Procedural Justice; ** Job satisfaction. 
 

Source: Authors’ own research (2019). 
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From Table 2, the study controlled for age and gender, since the literature 

points to the fact that both age and gender have influence on employee’s level of 

OCB. The result of the hierarchical regression reveals how much variance in 

OCB is explained by our model 1. The value of R for model 1 is .119, while the 

R2 is .014 indicating that 1.4% of the variation in OCB is caused by age and 

gender of employees and model 1 is significant (F = 10.233; p < .05). Model 2 

which includes the controlled variables and the independent variables shows that 

the R for the model is .518, while the R2 is .269 implying that 26.9% of the vari-

ation in OCB is caused by procedural justice and job satisfaction, while the re-

maining 73.1% is not captured by this study. 

Also, the overall model 2 which includes the combined relationship be-

tween the controlled variables, procedural justice and job satisfaction on OCB 

was significant (F = 129.875; p < 0.05). Furthermore, the model 2 showed the 

relative contribution of each independent variable on the dependent variables. 

Procedural justice made the highest contribution to OCB (β = .349; t = 13.289;  

p < .05), while job satisfaction contributed the least (β = .259; t = 10.084;  

p < .05). However, both procedural justice and job satisfaction made a unique 

statistical contribution to the model. 
 

 

5. Discussion 
 

The study investigated the possible link between procedural justice, job sat-

isfaction and OCB among employees of SMEs in Lagos, Nigeria after control-

ling for age and gender of respondents based on the premise that when an em-

ployee has perception of fairness of procedures in their work place, job 

satisfaction may set in. The combination of both perception of fairness and job 

satisfaction will trigger citizenship behaviour in the employee. When this hap-

pens, the organisation strives, thereby creating opportunities for more employ-

ment and reduction in poverty. Our focus is on SMEs because of the relative 

importance of the sector to national development.  

Having controlled for age and gender in line with previous studies (Chatto-

padhyay, 1999; Kidder, 2002; Klotz et al., 2018), our finding revealed a signifi-

cant relationship between these two demographic variables and OCB. This is 

particularly important because it informs the researcher of the influence which 

these controlled variables had on this study. Though the variance of the control 

variable did not account for much in the dependent variable, the level of signifi-

cance is important for the current study.  
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The findings showed a significant positive link between procedural justice 

and organisational citizenship behaviour, in line with the findings of Yadav & 

Gupta (2017). However, given the nature of Nigeria as a developing nation, the 

role of SMEs becomes imperative if the UN target for SDGs must be achieved. 

According to Tahir & Inuwa (2019), challenges of SMEs in Nigeria are abound-

ing, implying that understanding how to enhance the performance of SMEs is 

fundamental. Therefore, establishing how procedural justice influences the citi-

zenship behaviour of employees in SMEs is critical.  

Moreover, the positive and significant relationship between job satisfaction 

and OCB corroborates the findings of Appelbaum et al. (2004), where a positive 

link was found between job satisfaction and OCB. It also provides support for 

the findings of Foot & Tang (2008) and Ummah & Athambawa (2018). Job sat-

isfaction is a job attitude that may impede organisational outcomes because what 

employees feel about their job has implication for their attitude towards the job. 

Nonetheless, employees will be willing to go the extra mile for the organisation 

when they feel satisfied with their job as their happiness towards the job will 

naturally lead to citizenship behaviour (Salas-Vallina et al., 2016).  

It is worth noting that in line with the social exchange theory, employees 

will decide to give their best when they see and feel the norm of mutual benefit 

from the employers. SME owners must recognise that an employee’s positive 

feeling about the job is essential for such an employee going the extra mile for 

the organisation. In addition, understanding what makes an employee give his or 

her best to the organisation in line with the social exchange theory should be 

considered. 
 

6. Conclusions 

 

The importance of behavioural factors has continued to be relevant to or-

ganisations’ success and ultimate survival. On the one hand, the study found  

a positive link between procedural justice and OCB, and on the other, between 

job satisfaction and OCB, even after controlling for age and gender for both 

procedural justice and job satisfaction. This study therefore concludes that pro-

cedural justice and job satisfaction influence the citizenship behaviour among 

employees in Nigerian SMEs. The study affirms the importance of the percep-

tion of employees’ job attitude and work outcomes. It becomes important that 

organisations endeavour to promote better relationship between employees and 

their employers in line with the social exchange theory. 
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6.1. Research contributions  

 

The study contributes to the existing literature on behavioural factors that 

affects the growth of SMEs in developing countries. Paying adequate attention 

to these factors can help sustain SMEs, which in the long run can help reduce the 

level of poverty and unemployment. Within the Nigerian context studies on 

SMEs have investigated how government policies, their implementation, and 

human resource practices have affected the performance of SMEs (Ogunyomi  

& Bruning, 2016; Tahir & Inuwa 2019). However, this study differs to the extent 

that it examined the influence of procedural justice and job satisfaction on the 

citizenship behaviour of SME employees. It therefore becomes imperative to 

understand how procedural justice, job satisfaction and OCB can help enhance 

the performance of SMEs in developing nations. Since SMEs are seen as the 

major driver to unlock the economy, it becomes imperative that adequate atten-

tion should be paid to this critical sector. 
 

 

6.2. Research implications  

 

Our findings have serious implications for organisations who desire to re-

main in business. This study re-emphasises the importance of employees’ per-

ception of justice, what they feel, do, or even think about their job and their or-

ganisation as well as their citizenship behaviour as necessary antecedents for 

organisations’ growth and success.  

The study therefore recommends that employers of labour in the small and 

medium scale industry should imbibe fairness in the procedure of activities, 

especially the human resource activities, employed in their respective organisa-

tions. Employers must also create an enabling work environment that will pro-

mote job satisfaction and citizenship behaviour. Government should embark on 

massive campaign among SMEs (using experts in organisational behaviour) on 

the need to understand the role of behavioural factors in the success of their 

businesses. Policies on small and medium scale enterprises should be imple-

mented and monitored to minimise deviation from the required standard.  
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6.3. Research limitations and future research 

 

The current study was limited to Lagos state, Nigeria. Further studies can 

be conducted in other states of the federation to give room for wider coverage 

and possible generalisation. Studies can also be conducted in other developing 

countries to ascertain the findings of the current study. The cross-sectional re-

search design used in this study is also a limitation. Future studies can employ  

a longitudinal research design. The role of other behavioural factors such as 

counterproductive work behaviour, employee commitment, and employee en-

gagement on activities of SMEs in developing nations should be investigated. 
 

 

Appendix 
 

Survey Questionnaire 

 

Dear Sir/Madam 

The researcher is currently conducting a study on ‘procedural justice, job satisfac-

tion and organisational citizenship behaviour among employees of small and medium 

enterprises in Lagos’. The purpose of this questionnaire is to gather data necessary for 

determining the relationship between the variables with a view to assisting small and 

medium enterprises in Nigeria towards achieving maximum efficiency and enhanced 

productivity. 

Kindly assist in completing the questionnaire with all honesty and sincerity of pur-

pose. We assure you that all responses shall be treated with maximum confidentiality 

and respect for your opinion. 

Thank you for your assistance. 

Researchers 

 

---------------------------------------------------------------------------------------------------------- 

Section A: Background Information of Respondent  

 

Gender:                                     Male   [    ]  Female    [   ]  

 

What is your age range? :     

< 18 yrs           [   ] 

20-30 yrs         [   ] 

31-40 yrs         [   ] 

41-50 yrs         [   ] 

Above 50 yrs   [   ] 
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Section B: Procedural Justice and Organizational Citizenship Behaviour  

 

Please carefully read each descriptive statement, thinking in terms of your supervisor, 

job and organisation. Please circle the number which most closely responds to your  

thinking.  

 
Strongly disagree – 1; Disagree – 2; Uncertain – 3; Agree – 4; Strongly agree – 5  
 

Questions 1 2 3 4 5 

1. Job decisions are made by supervisors/managers in an unbiased 

manner  

     

2. Supervisors/managers make sure that all employee concerns are 

heard before job decisions are made 

     

3. Supervisors/managers collect accurate and complete infor-

mation to make job decisions 

     

4. Supervisors/managers clarify decisions and provide additional 

information when requested by employees 

     

5. All job decisions are applied consistently across all affected 

employees 

     

6. Supervisors/managers allow employees to challenge or appeal 

job decisions  

     

7. When decisions are made about jobs, supervisors/managers treat 

employees with kindness and consideration 

     

8. When decisions are made about jobs, supervisors/managers treat 

employees with respect and dignity 

     

9. When decisions are made about jobs, supervisors/managers  

are sensitive to employees’ personal needs  

     

10. When decisions are made about jobs, supervisors/managers deal 

with employees in a truthful manner  

     

11. When decisions are made about jobs, supervisors/managers 

show concern  for the rights of employees  

     

12. Concerning decisions made about jobs, supervisors/managers 

discuss the implications of the decisions with employees 

     

13. Supervisors/managers offer adequate justifications to employees 

for decisions made about jobs  

     

14. When making decision about job the supervisors/managers offer 

explanation that make sense to the employees  

     

15. Supervisors/managers explain very clearly any decision made 

about jobs  

     

16. I am willing to stand up to protect the reputation of the company       

17. I am eager to tell outsiders good news about the company       

18. I make constructive suggestions that can improve the operation 

of the company  

     

19. I actively attend company meeting       

20. I am willing to assist new colleagues to adjust to the work 

environment  

     

21. I am willing to help colleagues solve work-related problems      
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Questions 1 2 3 4 5 

22. I am willing to cover work related assignment for colleagues 

when needed 

     

23. I am willing to coordinate and communicate with colleagues      

24. I comply with company rules and regulations even when  

nobody watches and no evidence can be traced  

     

25. I take my job seriously and rarely make mistakes      

26. I do not mind taking on new challenging assignments       

27. I try hard to self-study to increase the quality of work output       

28. I often arrive early and start to work immediately       
 

Key: Q1-Q14 Measures of Procedural Justice – (Niehoff & Moorman, 1993). 
 

Q15-Q28 Measures of Organizational Citizenship Behaviour (Farh, Earley, & Lin, 1997). 

 

Section C – Job Satisfaction Items (Hackman & Oldham, 1980) 

 

The statements below indicate how satisfied you are with each of your job postings. 

Kindly tick the option which most closely corresponds to your thinking about your job. 

 
Extremely dissatisfied – 1; Dissatisfied – 2;  Neutral – 3; Satisfied – 4; Extremely satisfied – 5  
 

Questions 1 2 3 4 5 

The amount of job security I have      

The amount of pay and fringe benefits I receive       

The amount of personal growth and development  

I get in doing my job  

     

The degree of respect and fair treatment I receive from my boss       

The feeling of worthwhile accomplishment I get from doing my job       

The amount of support and guidance I receive from my supervisor       

The degree to which I am fairly paid for what  

I contribute to this organisation  

     

The amount of independent thought and action  

I can exercise in my job  

     

How secure things look for me in the future in this organisation       

The chance to help other people while at work       

The amount of challenge in my job       

The overall quality of the supervision I receive in my work       
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