
International Journal of Management and Applied Science, ISSN: 2394-7926                                                     Volume-3, Issue-6, Jun.-2017 
http://iraj.in 

Organizational Citizenship Behavior, Authentic Leadership and Organizational Justice Interplay in UAE Police Sector: Moral Values as a 
Moderator 

 
25 

ORGANIZATIONAL CITIZENSHIP BEHAVIOR, AUTHENTIC 
LEADERSHIP AND ORGANIZATIONAL JUSTICE INTERPLAY IN 

UAE POLICE SECTOR: MORAL VALUES AS A MODERATOR 
 

1MOHAMED ABDELKARIM MURAD MOHAMED, 2KAMARUL ZAMAN BIN AHMAD 
 

1PhD.Scholar, 2Professor, 2University of Dubai 
E-mail: 1read-read-read@hotmail.com, 2kbinahmad@ud.ac.ae 

 
 
Abstract- One of the key solutions when facing challenges in the marketplace is effective leadership. Authentic leadership 
theory is “As a process that draws from both positive psychological capacities and a highly developed organizational context, 
which results in both greater self-awareness and self-regulated positive behaviors on the part of leaders and associates, 
fostering positive self-development”, which leads to positive organizational behavior. Organizational citizenship behavior 
(OCB) is defined as discretionary behaviors that are not directly or explicitly recognized by the formal reward system.  This 
research examines the moderating effects of moral values of individuals on the relationship between authentic leadership and 
OCB and between justice perceptions and OCB. Moral values definition is "beliefs about what is good and evil behavior 
within the individual's control, bearing on relations to self, to others, to God, and to the natural and animal world." Where, 
organizational justice is the study of people’s perception of fairness in organization. This is a conceptual paper and a 
conceptual framework is proposed.  
 
Index Terms - Authentic Leadership, Justice, Moral values Organizational Citizenship Behaviour 
 
I. INTRODUCTION 
 
One effective key to face challenges in the 
marketplace is effective leadership. Organizations in 
today's competitive marketplace are struggling in 
motivating and maintaining their employees. To 
achieve success, organizational activities and 
resources should be coordinated toward achieving the 
vision. Leaders are not only in the top level of the 
management, but they could be found at all levels of an 
organization contributing towards the achievement of 
organizational goals. 
 
One of the challenges facing UAE police is the vision 
of the government 2021.  National Agenda aims for 
the UAE to be the safest place in the world[33]. 
Organizational citizenship behavior (OCB) is defined 
as ‘discretionary behaviors that are not directly or 
explicitly recognized by the formal reward system and 
that, in the aggregate, promote the effective 
functioning of the organization’ [8]. Specifically, 
(OCB)  focuses on how to improve productivity, 
reduce absenteeism and turnover, and increase 
employee citizenship and job satisfaction. Authentic 
leadership theory is a new way of leading emerged and 
grew in multiple areas of leadership research, leads to 
positive organizational behavior [4], [26], [22]. 
Authentic leadership recognizes the self-awareness, 
moral perspective, balance processing, and 
transparency which eventually lead to positive 
outcomes for the employee, such as commitment, 
engagement, job satisfaction and productivity [36], 
[13]. This study will explore more the antecedents of 
OCB depending on two independent 
variables(Authentic Leadership(AL) & 

Organizational Justice(OJ)  with moral values as a 
moderator. 
 
Research on the relation between authentic leadership 
and follower work attitudes and behaviors is still 
scarce as the construct is new [16]. Therefore, 
exploring the relationship between leadership and 
OCB is of interest to both practitioners and 
academics. To date, few empirical studies have been 
conducted on authentic leadership and particularly, 
the theory’s relationship with positive organizational 
outcomes [4]. This study seeks to apply that 
knowledge to examine the impact of authentic 
leadership on organizational citizenship behavior in 
the Ministry of Interior (police)  within the context of 
UAE. "Reference [21] To better understand the extent 
and degree of employee business moral values, for 
example, such variables as customer satisfaction, 
relations with colleagues, and group effectiveness 
could be examined."   
 
To our knowledge, there is no studies that looked at 
additional impact on Organizational Justice and moral 
values on the relationship between Authentic 
Leadership and Organizational Citizenship 
Behaviour. The research questions are as follows: 
 
1. To what extent is Authentic Leadership 

associated with OCB? 
2. What is the impact of Organizational Justice on 

OCB? 
3. What is the impact of Moral Value as a moderator 

in relationship between AL, OJ and OBC  
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II. LITERATURE REVIEW 
 
1. Organizational  Citizenship Behavior  
The term of organizational  citizenship behavior was 
first used in the literature by [31]. They defined it by 
the employees' voluntary behaviors other than official 
job requirements. So employees' organizational 
citizenship behaviors are closely related to 
administrations behaviors. Researchers [31],[10], 
[9],[34] have found that employee satisfaction, 
organizational commitment, organizational justice, 
career development, age, tenure, personality, 
motivation, leadership and leadership behavior all 
have an impact on and affect citizenship behavior 
within an organization. [32] found a significant 
relationship between organizational justice and the 
OCB. Also, a recent research found that OCB 
contributes to the achievement of organizational 
effectiveness and performance [17]. 
 
2. Authentic Leadership 
The way employees build the perception regarding the 
relationships between them and their leaders have a 
considerable effect on their behavior and attitudes, 
such as job satisfaction, turnover intentions, and 
performance [7]. Luthans and Avolio initially defined 
authentic leadership “Reference p.92 [22] As a 
process that draws from both positive psychological 
capacities and a highly developed organizational 
context, which results in both greater self-awareness 
and self-regulated positive behaviors on the part of 
leaders and associates, fostering positive 
self-development” . Authentic leadership appeared as 
a concept which positively affects the organizational 
behavior. The concept was explained first by [13]. It is 
a type of leader behavior which happens when 
employees perform according to their beliefs, values, 
ethics, self-awareness and morals to build a 
relationship with their followers[4] [22]. 
3.  Authentic Leadership & OCB 
A recent review of the AL literature [35] reported 
positive relationships between AL and various 
outcomes, such as personal and social/ organizational 
identification, trust in leadership [22], follower job 
satisfaction, organizational commitment and work 
engagement [3]. Theoretically, AL connects to 
inclusion and ultimately to positive outcomes such as 
OCB.  [2] considered AL as a predictor of work 
engagement and OCB in the petroleum sector in UAE. 
H2.  Authentic leadership is positively related to OCB 
-I. 
4. Organizational Justice 
Organizational citizenship behavior (OCB) is defined 
as ‘discretionary behaviors that are not directly or 
explicitly recognized by the formal reward system and 

that, in the aggregate, promote the effective 
functioning of the organization’[8 p.4]. 
[8] examined the relationship between employees' 
feeling of fairness and organizational citizenship 
behaviors. He mentioned that employees OCB change 
when they feel any unfairness in the organization. [20] 
conducted research in the banking sector in Malaysia 
where the leader-member exchange was used as a 
mediator between OJ and OCB; the results assured 
that there is no significant relationship between 
procedural and distributive with OCB dimensions 
except Altruism was positively approved. The results 
were consistent with social exchange theory. [32] 
states there is a significant relationship between the 
organizational justice (OJ) and the organizational 
citizenship behavior (OCB). Organizational climate 
and culture can influence organizational justice [32]. 
H2.  Organizational Justice is positively related to 
OCB -I. 
 
5. Business Moral Value/ Ethical Value 
There was a notable lack of the ethics definitions in 
the previous empirical researches, while, there was a 
better understanding of ethics in the theory [11]. 
Social scientists defined values in many ways. [25] 
defined values is an " enduring belief that a  specific 
mode of conduct or end-state of existence is personally 
and socially preferable to alternative modes of conduct 
or end-state of existence."  Reference [11], moral 
values definition is "beliefs about what is good and 
evil behavior within the individual's control, bearing 
on relations to self, to others, to God, and to the 
natural and animal world." While, "Business moral 
values can be defined as those moral values that 
individuals hold when they engage in business 
activities". 
 " References [30],[21] found  A significantly  positive 
relationship was found between supervisor and 
subordinate business moral values." Similarly was 
consistent with the previous models and findings were 
[6], [12]. Although there are some researchers on 
leadership, still uncertainty available about what 
makes an effective leader  [23],[24].  Whereas, this 
study will apply person-environment fit theory [1].  
The premise of p-e fit theory is that the degree of fit (or 
misfit) will predict certain job outcomes. As such the 
degree of fit between the person’s moral values and the 
environment (leader and organizational justice 
perceptions) will be related to job outcome of OCB. 
Therefore the hypotheses are: 
 
H3. Moral values moderates the relationship    
between  AL & OCB. 
 
H4. Moral values moderates the relationship between  
Justice & OCB. 
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III. CONCEPTUAL FRAMEWORK 
 

 
 
IV. CONCLUSIONS AND LIMITATIONS 
 
This research is intended to be quantitative and 
cross-sectional and the population is restricted to 
police force. Although we are making generalization 
within the Ministry of Interior (MOI) in the United 
Arab Emirates (UAE), we cannot generalize it outside 
MOI. There could be other variables, moderator & 
mediators that could be included. 
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