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Abstract 

For university libraries to achieve their set goals and objectives, a committed workforce is 

indispensable. Several factors could enhance the commitment of library personnel. However, 

studies have not given adequate attention to the influence of organizational justice on the 

organizational commitment of library personnel in Nigeria. This study, therefore, investigated the 

influence of organizational justice on the organizational commitment of library personnel in public 

universities in South-West Nigeria. A survey research design was adopted. A total remuneration 

was used. Findings showed that organizational justice had a significant influence on organizational 

commitment of library personnel. The findings also revealed that distributive justice and 

interactional justice significantly influenced the affective commitment of library personnel while 

procedural justice was not significant. Furthermore, distributive justice and interactional justice 

had a significant influence on the continuance commitment of library personnel while procedural 

justice had no significant effect on the continuance commitment of library personnel. The study 

concluded that organizational justice increased organizational commitment of library personnel in 

public universities. The study would serve as a contribution towards solving the challenges of lack 

of organizational commitment in academic libraries. It was recommended that library management 

should involve the personnel in their decision-making processes. 

Keywords: Organizational justice, organizational commitment, university libraries, library 

personnel, Nigeria 
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Introduction 

 

Organizational commitment is a concern in many organizations including universities. Salau 

(2019) sees organizational commitment as the individual's psychological and emotional 

attachment to his organization. Similarly, Estiningtyas and Darmanto (2018) define organizational 

commitment as the extent to which an employee sides with the organizational goals and aims to 

continue involvement with the organization. Organization commitment helps the employers in 

improving job performance and in decreasing the frequency of absenteeism. Employees contribute 

significantly to the realization of organizational goals and their commitment increases productivity 

(Cherian, 2018). Employees who are committed contribute positively to organizational success. 

They play a key role in achieving organizational goals. They contribute to the survival of their 

organizations. Organizational commitment is to a great extent connected to productivity; hence the 
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issue of commitment among personnel is very essential. Having committed personnel provides a 

background for organizational efficiency.  

Justice or fairness plays a key role in organizations and affects the commitment of workers. Yang 

and Cho (2017) defined organizational justice as the sense of fairness and equality on features of 

organization perceived by employees of the organizations. In other words, organizational justice 

is the perceptions of fairness in the workplace by the workers. Organizational justice is the 

perception of workers on the decisions and practices of the managers (Tolukan & Akyel, 2019).  

Organizational justice is the extent to which employees perceive outcomes, procedures and 

interactions to be fair. Organizational justice can influence the employees’ commitment to the 

organization and implementation of performance. It has been suggested that fairness affects several 

employee attitudes and behaviours such as job satisfaction, organizational commitment, turnover 

intention, and job performance. Employees who perceive unfairness in the workplace may exhibit 

varying degrees of negative behaviour. Organizational justice is classified into three categories 

namely distributive, procedural, and interactional justice (Barsky & Kaplan, 2007).  

Lack of commitment is a key threat to the success of any organization including university 

libraries. Amusa, Iyoro and Ajani (2013) observed that organizational commitment is declining in 

university libraries. According to them, this was noticeable in the non challant attitude to work 

generally exhibited by the staff of the libraries. Furthermore, observations show that some library 

personnel display negative attitude to work. This attitude displayed by some library personnel 

might be linked to lack of commitment to work which makes them perform below expectations. 

University libraries cannot successfully provide information services without a committed 

workforce. Meeting the information needs of users requires committed personnel. A large number 

of studies have been conducted to explore the extent to which factors such as work environment, 

leadership styles, job stress, emotional intelligence, locus of control and training influenced 

organizational commitment (Ahmad & Roslan, 2016; Mayowa-Adebara & Aina, 2016; Ogbah, 

2013, Akomolafe & Olatomide, 2013).  Although, studies on organizational commitment in 

libraries have been carried out, most of them invesigated organizational commitment from the 

perspective of job satisfaction Udofia (2017) investigated job satisfaction as a correlate of 

organization commitment in university libraries. Islam (2012) investigated job satisfaction and 

organizational commitment. Similarly, Akeke, Akeke and Awolusi (2015) investigated job 

satisfaction and organization commitment among personnel in tertiary institutions. Few studies 

have tried to find out the role played by organizational justice in the organizational commitment 

of library personnel in specific library settings such as those in public universities in Nigeria. This 

study, therefore, investigated the influence of organizational justice on organizational commitment 

of library personnel in public universities in South-West, Nigeria. 

Literature has paid less attention to the influence of organizational justice on organization 

commitment of library personnel in Nigeria. Could the lack of commitment be a result of unfair 

treatment by the university management? Hence, it was pertinent to look at the fair (or unfair) 

treatment of these personnel. This study therefore investigated the influence of organizational 

justice on the organizational commitment of library personnel in public universities in South-West, 

Nigeria. The main objective of this study was to investigate the influence of organizational justice 

on the organizational commitment of library personnel in public universities in South-West, 

Nigeria. The specific objectives were to: 

1. Find out the influence of organizational justice (distributive justice, interactional justice 

and procedural justice)) on the affective commitment of library personnel in public 

universities in South-West, Nigeria; 
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2. Find out the influence of organizational justice (distributive justice, interactional justice 

and procedural justice) on continuance commitment of library personnel in public 

universities in South-West, Nigeria; 

3. Find out the influence of organizational justice (distributive justice, interactional justice 

and procedural justice) on normative commitment of library personnel in public 

universities in South-West, Nigeria; 

4. Find out the influence of organizational justice on organizational commitment of library 

personnel in public universities in South-West, Nigeria. 

 

Hypotheses 

 

The following null hypotheses were tested at 0.05 level of significance: 

H01:  Organizational justice (distributive justice, interactional justice and procedural justice) has 

no significant influence on affective commitment of library personnel in public universities 

in South-West, Nigeria. 

H02: Organizational justice (distributive justice, interactional justice and procedural justice) has 

no significant influence on continuance commitment of library personnel in public 

universities in South-West, Nigeria. 

H03: Organizational justice (distributive justice, interactional justice and procedural justice) has 

no significant influence on normative commitment of library personnel in public universities 

in South-West, Nigeria. 

H0: Organizational justice has not significantly influenced organizational commitment of library 

personnel in public universities in South-West, Nigeria. 

Literature Review 

Organizational justice among personnel 

Distributive justice is concerned with the reality that not all workers are treated alike. Distributive 

justice is the distribution of rewards among employees in organizations. An employee feels that 

distributive justice exists if resources are distributed equitably across employees in organizations 

relative to their inputs (Mishra, Mishra, & Grubb, 2015). Procedural justice is the perception of 

the processes that are used to determine decisions.  It is about the perceptions of justice linked with 

the decision-making processes. Procedural justice means the equal practices of organizational 

issues such as avoidance of unfair decisions, commitment to decisions, and knowledge/information 

sharing. (Lemma, 2013). Interactional justice is the respect, dignity and sensitivity shown to 

employees when outcomes are allocated as well as the justification underpinning the allocation of 

outcomes (Dartey-Baah, 2014). Adzie (2016) note that for an organization to keep its employees 

satisfied, committed, and loyal to the organization, all the employees must be treated equally and 

fairly. According to him, when employees feel that the organization has treated them fairly in every 

aspect, they are inclined to show a more positive attitudes and behaviours such as job satisfaction. 
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Employees who have a sense of equality and feel that they are rewarded fairly for their 

contributions to the organization are likely to have job satisfaction. 

Organizational commitment among personnel 

Many factors can cause lack of commitment among workers; they include low salary, poor 

working condition, inadequate training opportunities and injustice in organizations.  Employees 

with low level of commitment do not give their best to their employers. Personnel with little or no 

commitment to the organization remain indifferent toward the goals and overall success of the 

organization. Batool (2017) investigated the level of normative, continuous, affective commitment 

among personnel in the private sector universities. The study showed that organizational 

commitment of the personnel was at a moderate level. Owoyemi et al., (2011) asserted that training 

could lead to workers’ commitment to the organizations. Su, Baird and Blair (2013) investigated 

the organizational commitment of government workers. The level of organizational commitment 

of the workers was found to vary across management levels while different cultural and 

organizational factors were associated with the organizational commitment of managers at various 

levels in the organizational hierarchy.    

Influence of organizational justice on organizational commitment among personnel 

Organizational justice in terms of fair formal decision-making procedures (procedural justice), fair 

decision outcomes (distributive justice), fair interpersonal treatment (interpersonal justice) and 

information sharing (informational justice) by decision makers have been found to be related to 

organizational commitment (Mahmoud, Hassani, & Aghlmand, 2017, Akanbi & Ofoegbu, 2013). 

Chiazor, Eketu and Needorn (2018) investigated the relationship between distributive justice and 

organizational commitment in Nigeria. The result revealed a positive and significant relationship 

between distributive justice and organizational commitment. The study concluded that distributive 

justice affected organizational commitment. The study recommended that management should 

ensure fair distribution of wages for workers; pay should be commensurable with the job level.  

Mendryk (2017) in the influence of procedural and distributive justice on organizational 

commitment. The results showed a positive influence of procedural justice and distributive justice 

on all the components of organizational commitment (affective, continuance and normative). The 

study indicated that changes in the perception of organizational justice would translate into 

changes in the intensity of the commitment of the workers. Mutero (2017) found that most 

respondents agreed that they were given an opportunity to express their views, and they had the 

ability to influence decisions that were arrived at in the organization. Most respondents indicated 

that procedures were applied regularly to every worker. A majority of respondents indicated that 

employee’s voice was heard in the organization. Majority of respondents agreed that the 

organization’s procedures upheld ethical and moral standards which led to high level of employee 

engagement.   

Alvi and Abbasi (2012) found that organizational justice played a key role in promoting 

employee engagement. Distributive justice and interactional justice were found to be significantly 

associated with employee engagement whereas procedural justice was not significantly associated. 

Ali and Saifullah (2014) explored the impact of distributive justice and procedural justice 

perception on the job satisfaction and organizational commitment of employees. The results 

revealed that distributive and procedural justice perception of the employees had significant impact 

on job satisfaction and organizational commitment of the employees. The higher employees 
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perceived the fair treatment of their organizations, the higher their level of satisfaction and 

commitment. Gulluce, Ozer, and Erkilic, (2015) examined the perceptions of organizational 

commitment and organizational justice of employees working in private healthcare institutions in 

Van province. The results revealed that distributive justice had a statistically significant correlation 

with commitment of the healthcare employees. This study concluded that the most important way 

to increase the commitment of employees was for the executives to be fair to them.  

In a study conducted by Akanbi and Ofoegbu (2013) in Nigeria, they found that organizational 

justice measured by procedural justice and distributive justice could have a significant impact on 

employee organizational commitment. The study established that there was a significant 

relationship between perceived distributive justice and organizational commitment. The study 

recommended that organizations should embrace justice in all ramifications of their practices with 

the employees in order to develop committed employees. Niazi and Ali (2014) found that 

procedural justice had a positive impact on the organizational commitment of employees and a 

negative influence on the employees’ intention to leave the job. Raza et al., (2013) examined the 

relationship between distributive justice, procedural justice and organizational commitment in the 

public sector in Pakistan. They found that justice perceptions positively related with organizational 

commitment and the fairness process used in the allocation of rewards also made the employees 

more committed to the organization.  

Gichiri (2016) explored the influence of organizational justice on commitment of 

employees in health sector non-governmental organizations in Kenya. The results showed that 

distributive justice perceptions had a significant influence on affective, continuance and normative 

commitment. The results also revealed that procedural justice perceptions had a significant 

influence on affective, continuance and normative commitment. The results also revealed that 

interpersonal justice perceptions had a significant influence on affective, continuance and 

normative commitment. Yasar, Emhan and Ebere (2014) studied the relationships between 

organizational justice, supervisor support, and organizational commitment of employees in the 

energy sector in Nigeria. They reported a significant positive relationship between organizational 

justice and organizational commitment. 

Friday and Ugwu (2017) investigated the relationship between organizational justice and 

employee commitment of private secondary school teachers in Nigeria. It was found that 

organizational justice had positive significant association with employee commitment. The study 

concluded that organizational justice measured in terms of distributive justice, procedural justice 

and interactional justice enhanced employee commitment in selected private secondary schools in 

Nigeria. Organizational justice had a significant relationship with employee commitment. 

Mohamed (2014) found that there was statistically significant positive correlation between 

perception of nurses about organizational justice and quality performance components. He 

recommended that hospital managers should openly describe the fair procedures they are using 

and explain decisions thoroughly in a manner demonstrating dignity and respect. Krishnan et al., 

(2018) investigated the influence of perceived distributive, procedural and interactional justice on 

job performance. The results showed a positive association between distributive, procedural and 

interactional justice on employees’ job performance. The findings also showed that distributive 

justice tend to be the strongest contributor of employees’ job performance compared to procedural 

justice and interactional justice.  
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Alromeedy (2017) investigated the effect of organizational justice on organizational 

commitment in the Egyptian travel agencies from employees’ perspectives. The results indicated 

that procedural justice, distributive justice and interactional justice had a significant positive effect 

on affective commitment, continuance commitment and normative commitment. The results also 

showed that interactional justice had the greatest effect on affective commitment, normative 

commitment and continuance commitment, then procedural justice and finally distributive justice. 

Somayyeh, Mohsen, and Zahed (2013) found that there was a positive and significant relation 

between organizational justice and organizational commitment; and that the more organizational 

justice was observed by the managers, the greater employees are committed to their organization. 

Al-Salemi (2013) examined the impact of organizational justice as encompassed by three 

components namely distributive justice, procedural justice and interactional justice on employee’s 

job satisfaction, organizational commitment, and turnover intention. The results indicated that 

increasing employees’ perception of organizational justice would increase the employees’ 

satisfaction and organizational commitment while intention to leave their organization would 

decline. The findings also indicated the perception of procedural justice was most influential than 

distributive and interactional justice in predicting organizational commitment, and turnover 

intention, while perceptions of distributive justice was most influential in predicting employees’ 

job satisfaction.  

Ajala (2015) found that there was significant and positive relationship between distributive 

justice, procedural justice, interactional justice, and organizational commitment. Ponnu and Chuah 

(2010) investigated the relationship among organizational justice, organizational commitment and 

turnover intention of Malaysian employees. They found that there was a significant, strong and 

positive relationship between the organizational justice (procedural justice and distributive justice) 

and organizational commitment. The results indicated that when employees’ perceptions of 

procedural and distributive justice were high, their organizational commitment was also high. 

Karanja (2016) studied the influence of organizational justice on organizational 

commitment.  The objectives of the study were to establish whether perceptions of distributive, 

procedural, interpersonal, and informational justice had an effect on organizational commitment. 

Distributive justice and interpersonal justice were found not to be important predictors of 

organizational commitment while procedural, and informational justice were found to be useful 

predictors of organizational commitment for teachers. Only procedural justice was found to be 

significant in predicting organizational commitment for bank employees. The study results also 

indicated that the effect of organizational justice on organizational commitment of teachers was 

significantly different from that of bank employees. The results indicated that organizational 

justice of teachers significantly influenced organizational commitment of teachers. 

 

Methodology 
 

The study adopted cross-sectional survey research design to investigate the influence of 

organizational justice on organizational commitment of library personnel in public universities in 

South-West, Nigeria. Public universities in Nigeria are universities owned and funded by the 

federal and state governments. The study focused on the influence of organizational justice on 

organizational commitment of library personnel in public universities in South-West, Nigeria. The 

study covered the three categories of organizational justice namely distributive, procedural, and 

interpersonal justice. All the three components of organizational commitment namely affective, 

continuance and normative were also covered. The study covered the professional and para-

professional staff in the federal and state university libraries. The population of the study was made 
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up of the library personnel in the sixteen public universities in South-West, Nigeria. Total 

enumeration was used. A validated structured questionnaire was used to collect data for the study. 

A total of 267 copies were analysed. The study was conducted in all the public universities in 

South-West, Nigeria in order to give a comprehensive coverage of the library personnel.  

Data collected for this study were analyzed using inferential statistics. Inferential statistics 

such as multiple regression analysis were used to test the hypotheses. Approval was obtained from 

the Babcock University Health Research Ethics and Committee (BUHREC). For confidentiality 

of the respondents, the questionnaire did not request for the names of the respondents. Data was 

kept confidential from unauthorized access after collection.  Additionally, the researcher was not 

biased in presenting the data and interpretation.                                          

Hypotheses Testing and Interpretation 

The hypotheses for this study were tested using regression analysis. The results that were obtained 

revealed the influence of the independent variables (organizational justice and job satisfaction) on 

the dependent variable (organizational commitment). The results are presented in Tables 1-4. 

Table 1: Influence of organizational justice (interactional justice, distributive justice, and 

procedural justice) on affective commitment of library personnel in university libraries. 

S/N Model Coefficients 

Β 

T Sig. R2 Adjusted 

R2 

F ANOVA 

(Sig.) 

 (Constant) 9.377 5.464 0.000 0.420 0.412 49.274 0.000 

Distributive 

Justice 

0.378 5.564 0.000 

Procedural 

Justice 

0.119 1.394 0.165 

Interactional 

Justice 

0.242 2.661 0.008 

a. Dependent Variable: Affective Commitment 

b. Predictors: (Constant), Interactional Justice, Distributive Justice, Procedural Justice 

  

 Table 1 shows the multiple regression analysis results for the influence of organizational justice 

(components) on affective commitment of library personnel in public universities in South-West, 

Nigeria. The results revealed that distributive justice (β= 0.378, t= 5.564, p<0.05) and interactional 

justice (β= 0.242, t= 2.661, p<0.05) had significant influence on affective commitment of library 

personnel in public universities in South-West, Nigeria. On the other hand, procedural justice had 

an insignificant positive effect (β= 0.119, t= 1.394, p>0.05) on affective commitment of library 

personnel in public universities in South-West, Nigeria. The Adjusted R2 is coefficient of 

determination which explains the variation in the dependent variable due to changes in the 

independent variables. From Table 1, the Adjusted R2 is 0.412 (F(3,204) = 49.274) indicated that 

organizational justice (components) explained 41.2% of the changes in affective commitment of 

library personnel in public universities in South-West, Nigeria. The established multiple regression 

equation is thus expressed as: 
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 AC = 9.377 + 0.378DJ + 0.242IJ …………………………………… Equation 4.1a 

Where:  

AC = Affective Commitment 

DJ = Distributive Justice 

IJ = Interactive Justice 

The regression model shows that holding organizational justice (components) to a constant zero, 

affective commitment would be 9.377 implying that without organizational justice (components), 

affective commitment of library personnel in public universities in South-West, Nigeria would be 

positive. The results of the multiple regression analysis indicate that when distributive justice and 

interactive justice are improved by one-unit, affective commitment will be positively affected with 

an increase of 0.378 and 0.242 respectively. The results show that an overall significance with 

p<0.05 which implies that organizational justice (components) that is, distributive justice and 

interactive justice are strong predictors of affective commitment of library personnel in public 

universities in South-West, Nigeria. The results also show that distributive justice is the highest 

contributor to the change in affective commitment of library personnel in public universities in 

South-West, Nigeria. 

The study further sought to determine the influence of organizational justice (components) 

on continuance commitment of library personnel in public universities in South-West, Nigeria 

using multiple regression analysis. The result is presented in Table 2. 

Table 2: Influence of organizational justice (interactional justice, distributive justice, and 

procedural justice) on continuance commitment of library personnel in public universities in 

South-West, Nigeria 

S/N Model Coefficients 

Β 

T Sig. R2 Adjusted 

R2 

F ANOVA 

(Sig.) 

 (Constant) 8.818 4.717 0.000 0.330 0.321 34.705 0.000 

Distributive 

Justice 

0.216 2.979 0.003 

Procedural 

Justice 

0.045 0.474 0.636 

Interactional 

Justice 

0.378 3.813 0.000 

a. Dependent Variable: Continuance Commitment 

b. Predictors: (Constant), Interactional Justice, Distributive Justice, Procedural Justice 

 

Table 2 presents summary results of multiple regression analysis for the influence of organizational 

justice (components) on continuance commitment of library personnel in public universities in 

South-West, Nigeria. The results revealed that distributive justice (β= 0.216, t= 2.979, p<0.05) and 

interactional justice (β= 0.378, t= 3.813, p<0.05) had significant influence on continuance 

commitment of library personnel in public universities in South-West, Nigeria. The results reveal 

that procedural justice had an insignificant positive effect (β= 0.045, t= 0.474, p>0.05) on 

continuance commitment of library personnel in public universities in South-West, Nigeria. The 



University of Dar es Salaam Library Journal 

Vol 17, No 1 (2022), pp 54-71 

ISSN: 0856-1818 

The Influence of Organizational Justice on the Organizational Commitment of Personnel in South-West 
Nigerian Public University Libraries 
 
Omobola Olufunke Adewoyin 

Adjusted R2 shows the proportion of variance in the dependent variable that can be predicted from 

the independent variables. From the findings in the Table 2, the value of adjusted R squared was 

0.321, an indication that there was variation of 32.1% in continuance commitment of library 

personnel in public universities due to changes in organizational justice (components) at 95% 

confidence level. The result shows an adjusted R2 of 0.321 indicates that about 32.1% of the 

variance in continuance commitment of library personnel in public universities in South-West, 

Nigeria is a result of changes in the organizational justice (components). The F value 

(F(3,204))=34.705 is statistically significant which reveals that organizational justice (components) 

have statistically significant  influence on the continuance commitment of library personnel. This 

suggests that organizational justice (components) significantly explained the variation in the 

continuance commitment of library personnel which also shows the fitness of the model. From the 

findings in Table 2, the established multiple regression equation is thus expressed as: 

CC = 8.818 + 0.216DJ + 0.378IJ …………………...………………… Equation 1b 

Where:  

CC = Continuance Commitment 

DJ = Distributive Justice 

IJ = Interactive Justice 

The regression equation shows that holding organizational justice (components) to a constant zero, 

continuance commitment would be 8.818 implying that without organizational justice 

(components), continuance commitment of library personnel in public universities in South-West, 

Nigeria would be positive. The results of the multiple regression analysis indicate that when 

distributive justice and interactive justice are improved by one unit, continuance commitment of 

library personnel will be positively affected with an increase of 0.216 and 0.378 respectively. The 

results show an overall significance of p<0.05 which implies that organizational justice 

(components) that is, distributive justice and interactive justice are strong predictors of continuance 

commitment of library personnel. The result also shows that interactive justice is the highest 

contributor to the change in continuance commitment of library personnel in public universities in 

South-West, Nigeria. 

In order to determine the influence of organizational justice (components) on normative 

commitment of library personnel in public universities in South-West, Nigeria, multiple regression 

analysis was conducted. The result is presented in Table 3. 
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Table 3: Influence of organizational justice (interactional justice, distributive justice, and 

procedural justice) on normative commitment of library personnel in public universities in 

South-West, Nigeria 

S/N Model Coefficients 

Β 

T Sig. R2 Adjusted 

R2 

F ANOVA 

(Sig.) 

 (Constant) 10.638 6.018 .000 0.329 0.320 34.032 0.000 

Distributive 

Justice 

0.192 2.649 .009 

Procedural 

Justice 

0.230 2.483 .014 

Interactional 

Justice 

0.231 2.344 .020 

a. Dependent Variable: Normative Commitment 

b. Predictors: (Constant), Interactional Justice, Distributive Justice, Procedural Justice 

 

Table 3 presents summary results of multiple regression analysis for the influence of organizational 

justice (components) on normative commitment of library personnel in public universities in 

South-West, Nigeria. The findings revealed that Distributive Justice (β= 0.192, t= 2.649, p<0.05), 

procedural justice (β= 0.230, t = 2.483, p<0.05) and Interactional Justice (β= 0.231, t= 2.344, 

p<0.05) had significant influence on normative commitment of library personnel in public 

universities in South-West, Nigeria. The value of the adjusted R² is 0.320. This means that 

organizational justice components explain 32% of the changes in normative commitment of library 

personnel. The ANOVA showed an F statistic value of 34.032 (F (3,204) = 34.032) at p-value of 

0.000. This implies that the model was significant at 5% significance level. This means the 

combination of organizational justice components have significant influence on normative 

commitment of library personnel. From the findings in Table 4.1c, the established multiple 

regression equation is thus expressed as: 

 NC = 10.638 + 0.192DJ + 0.230PJ + 0.231IJ ………….………………… Equation 1c 

Where:  

NC = Normative Commitment 

DJ = Distributive Justice 

PJ = Procedural Justice 

IJ = Interactive Justice 

 

The regression equation shows that holding organizational justice components (interactional 

justice, distributive justice, and procedural justice) to a constant zero, normative commitment of 

library personnel would be 10.628 implying that without interactional justice, distributive justice, 

and procedural justice, continuance commitment of library personnel would be positive at 10.628 

factor. The result of the multiple regression analysis shows that when interactional justice, 

distributive justice, and procedural justice are improved by one unit, normative commitment of 

library personnel will be positively affected with an increase of 0.192, 0.230 and 0.231 

respectively. Further, the results show that an overall significance with p<0.05 which implies that 

organizational justice components (interactional justice, distributive justice, and procedural 

justice) were generally found to have positive influence on normative commitment of library 

personnel. The results further indicate that interactive justice was found to have the highest 
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influence as indicated by a relative beta coefficient value of 0.231 followed by procedural justice 

with a value of 0.230. Other organizational justice components with influence on normative 

commitment of library personnel in public universities in South-West, Nigeria included 

interactional justice. 

The findings in Tables 1-3 reveal that organizational justice components have differing 

influence on organizational commitment. With respect to affective and continuance commitment, 

distributive and interactive justice are significant predictors. As regards normative commitment, 

interactional justice, distributive justice, and procedural justice are significant predictors. The 

findings suggest that affective and continuance commitment are best predicted by distributive and 

interactive justice while normative commitment is best predicted by all the organizational justice 

components. However, interactive justice was found to have the highest influence on all the 

organizational commitment dimensions that is affective, continuance and normative commitment. 

Based on these findings, the null hypothesis one (H01) which states that organizational justice has 

no significant influence on organizational commitment of library personnel in public universities 

in South-West, Nigeria is hereby rejected. 

 

Table 4.  Influence of organizational justice on organizational commitment of library personnel 

in public universities in South-West, Nigeria 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

1 (Constant) 29.245 4.378  6.680 0.000 

Organizational 

Justice 

0.777 0.062 0.672 12.596 0.000 

Dependent Variable: organizational Commitment 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 Regression 25685.327 1 25685.327 158.656 .000b 

Residual 31245.391 193 161.893   

Total 56930.718 194    

a. Dependent Variable: organizational Commitment 

b. Predictors: (Constant), organizational Justice 

R = 0.672 

R2 = 0.451 

Adjusted R Square = 0.448 

Table 4 shows that the contribution of the independent variable (organizational justice) on 

organizational commitment of library personnel in public university libraries in South-West, 

Nigeria was significant (R2 = 0.451, t = 12.596, β = 0.777, p < 0.05). The table also shows that the 

analysis of variance (ANOVA) for the regression model yielded an F-Value of 158.656 (P<0.05). 

This implies that the contribution of organizational justice on organizational commitment of 

library personnel was highly significant in public universities in South-West, Nigeria. This implies 
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that organizational justice will enhance organizational commitment. As result of this, the 

hypothesis is rejected. 

 

Discussion  

The study investigated the influence of organizational justice on organizational commitment of 

library personnel in public universities in South-West, Nigeria. This section discusses the findings 

in line with previous studies. The hypotheses drawn for the study were intended at determining the 

influence organizational justice on organizational commitment of library personnel in public 

universities in South-West, Nigeria.  

The study found that there was a positive significant influence of organizational justice on 

organizational commitment of library personnel in public universities in Nigeria. The finding 

corroborates the results of previous studies by Ajala (2015), Ponnu and Chuah (2010), Akanbi and 

Ofoegbu, 2013, Nazim and Shahid (2012)), Yasar, Emhan and Ebere (2014), Arogundade, 

Arogundade, and Oyebanji (2015) Gichira (2016) Mayowa-Adebara (2018).  Nazim and Shahid 

(2012) examined the relationship between organizational justice, organizational commitment and 

turnover intention in Pakistan. They reported a significant positive relationship between 

organizational justice and organizational commitment. Yasar, Emhan and Ebere (2014) studied the 

relationships between organizational justice, supervisor support, and organizational commitment 

of employees in energy sector in Nigeria. They reported a significant positive relationship between 

organizational justice and organizational commitment. Akanbi and Ofoegbu (2013) examined the 

role of organizational justice on organizational commitment in Nigeria. The results indicated that 

procedural justice and distributive justice could have a significant impact on the organizational 

commitment.  

Gichira (2016) investigated the influence of organizational justice perceptions on 

commitment of employees in health sector Non-Governmental Organizations in Kenya. Findings 

of the study revealed that all the dimensions of organizational justice have a significant relationship 

with organizational commitment in health sector non-governmental organizations in Kenya. Ajala 

(2015) investigated the influence of organizational justice on organizational commitment in 

manufacturing firms in Ibadan, Oyo State, Nigeria and reported that there was significant, strong 

and positive relationship between procedural justice, distributive justice and interactional justice 

and organizational commitment. It is therefore seen that when employees have high perception of 

organizational justice (procedural justice, distributive justice and interactional justice) about their 

workplace their organizational commitment will be high (Ajala, 2015). The implication of the 

finding of this study is that distributive, procedural and interactional justice could result in 

workers’ commitment in their organizations. Workers will be more committed to their 

organizations if they are treated fairly. 

Furthermore, the finding revealed that organizational justice had significant positive 

influence on organizational commitment of library personnel in public universities in South-West, 

Nigeria. This finding is in agreement with Karanja (2016) who found that organizational justice 

significantly influenced organizational commitment of teachers. In addition, this study found that 

distributive justice and interactional justice had significant influence on affective commitment of 

library personnel in public universities in South-West, Nigeria. This was found to be in line with 

a study conducted by Turgut and Tokmak (2012) who found that distributive justice and 

interactional justice influenced affective commitment positively and significantly Perceptions of 

the affective commitment of the library personnel depend on their perceptions of distributive 
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justice and interactional justice. Perceptions of affective commitment of the personnel influence 

both their perceptions of distributive justice and interactional justice.   

This implies that library personnel would be affectively committed to their universities 

when they perceive that resources are fairly distributed and when they perceive they are treated 

with respect and dignity. This implies that as library managers make fair decisions and procedures, 

and respect these personnel, they feel affective commitment to their universities.  The results are 

inconsistent with Ha and Ha (2015), and Friday and Ugwu (2019) who found that all the three 

dimensions of justice were positively and significantly related to affective commitment.  The 

finding is also inconsistent with a study conducted by Akanbi and Ofoegbu (2013). Akanbi and 

Ofoegbu (2013) examined the role of organizational justice on organizational commitment in 

Nigeria. The results indicated that procedural justice and distributive justice could have a 

significant impact on the organizational commitment. The result is also inconsistent with a study 

conducted by Demirel and Yücel (2013) who found that there was positive correlation between all 

the three dimensions of organizational justice affective commitment. Gichira (2016) found that 

distributive justice perceptions, procedural justice perceptions, interpersonal justice perceptions 

and informational justice perceptions have a significant relationship with affective commitment in 

health sector non-governmental organizations in Kenya. Gim and Desa (2014) found that 

distributive and procedural justice was significantly and positively related to affective 

commitment,  

The results also revealed that distributive justice and interactional justice have significant influence 

on continuance commitment of library personnel in public universities in south-west, Nigeria. 

Alromeedy (2017) found that procedural justice, distributive justice and interactional justice have 

a significant positive effect on continuance commitment. Gichira (2016) found that distributive 

justice perceptions, procedural justice perceptions, interpersonal justice perceptions and 

informational justice perceptions have a significant relationship with continuance commitment in 

health sector non-governmental organizations in Kenya. Turgut and Tokmak (2012) found that 

distributive justice, procedural justice and interactional justice positively and significantly affect 

continuance commitment. The results also revealed that combination of organizational justice 

components had significant influence on normative commitment of library personnel.  The finding 

was found to be in line with a study conducted by Somayyeh, Mohsen, and Zahed (2013). The 

study found that there was a significant and positive relation between affective commitment, 

continuance commitment, normative commitment and organizational justice. Alromeedy (2017) 

also found that that procedural justice, distributive justice and interactional justice had significant 

positive effect on affective commitment, continuance commitment and normative commitment. 

Gichira (2016) investigated the influence of organizational justice perceptions on 

commitment of employees in health sector Non-Governmental Organizations in Kenya. The 

results revealed that all the dimensions of organizational justice have a significant relationship 

with organizational commitment in health sector non-governmental organizations in Kenya. 

Turgut and Tokmak (2012) found that only interactional justice had an effect on normative 

commitment positively and significantly. Therefore, null hypothesis which states that 

“organizational justice will not significantly influence organizational commitment of library 

personnel in public universities in South-West, Nigeria” was rejected. 
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Conclusion / Recommendations 

Based on the findings of the study, the study revealed that organizational justice would enhance 

the organizational commitment of library personnel in public universities in South-West, Nigeria. 

The findings also suggested that affective and continuance committed were best predicted by 

distributive and interactive commitment. However, interactive justice was found to have the 

highest influence on all the organizational commitment dimensions. Library management should 

deploy means to enhance the commitment of their personnel. They should make policies that will 

improve the commitment of their personnel. They should pay attention to staff development 

activities such as workshops, seminars, and training for their staff. Regular training for the 

personnel will not only make them more productive but will also enhance their organizational 

commitment. It is also recommended that the library management should improve the way they 

treat their workers particularly by involving employees in the procedures used in making decisions 

and allocating rewards in the universities.  The study was conducted in one of the geo-political 

zones in Nigeria, future studies should be conducted in other geo-political zones in the country. 

This would assist in making better generalization. Finally, this study would serve as a contribution 

towards solving the challenges of lack of organizational commitment in academic libraries.  

References 

Adebayo, O., Segun -Adeniran, C., Fagbohun, M., & Osayande, O. (2018). Investigating 

occupational  burnout in library personnel. Library Philosophy and Practice, 1770. 

Retrieved from  http://digitalcommons.unl.edu/libphilprac/ 

Adzie, A. (2016). The influence of training on organizational commitment in a utility company 

 in Ghana: The moderating role of organizational justice. [MPhil Dissertation, University 

of Ghana]. 

Ahmad, S., & Roslan, N. (2016). Relationship between job stress and organizational 

 commitment among  public servants in Pontian, Johor. International Journal of 

 Business, Economics and Law, 10 (2),  1-7. 

Ajala, E.M. (2015). The influence of organizational justice on employees' commitment in 

 manufacturing firms in Oyo State, Nigeria: Implications for industrial social work African. 

 Journal of Social Work, 5(1), 92-130. 

Ajala, E. M. (2017). A relationship study between organizational justice and job satisfaction 

 among  industrial employees in Ogun State, Nigeria. African Journal for the Psychological 

 Study of Social Issues, 20 (2), 26-42. 

Akanbi, P. A., & Ofoegbu, O. E. (2013). Impact of perceived organizational justice on 

 organizational  commitment of a food and beverage firm in Nigeria. International Journal 

 of Humanities and Social Science, 3(14), 207 -218. 

Akeke, N., Akeke, A., & Awolusi, O. (2015). The effect of job satisfaction on organizational 

commitment among non-academic staff of tertiary institutions in Ekiti State. International 

Journal of Interdisciplinary Research Method, 2(1), 25-39. 

Akomolafe, M., & Olatomide, O. (2013). Job satisfaction and emotional intelligence as predictors 

 of organizational commitment of secondary school teachers. Ife Psychologia, 21(2), 

 65-74. 

Ajala, E. M. (2017). A relationship study between organizational justice and job satisfaction 

 among  industrial employees in Ogun State, Nigeria. African Journal for the Psychological 

 Study of Social Issues, 26 (20), 226-42. 

http://digitalcommons.unl.edu/libphilprac/


University of Dar es Salaam Library Journal 

Vol 17, No 1 (2022), pp 54-71 

ISSN: 0856-1818 

The Influence of Organizational Justice on the Organizational Commitment of Personnel in South-West 
Nigerian Public University Libraries 
 
Omobola Olufunke Adewoyin 

Ali, M., & Saifullah, Z. (2014), Distributive and procedural justice as predictors of job satisfaction 

 and organizational commitment: A case study of banking sector of Balochistan. 

 European Journal of  Business and Management, 6(34), 69-74. 

 Alromeedy, B. (2017). The effect of organizational justice on organizational commitment in the 

 Egyptian travel agencies –from employees’ perspectives. Minia. Journal of Tourism 

 and Hospitality Research, 2(1), 38 -56. 

Al-Salemi, A. M.  (2013). The impact of organizational justice on employee turnover, using total 

 E & P  Yemen. African Journal of Business Management, 7(37), 3810-3826. 

Alvi, A. K., & Abbasi, A. S. (2012). Impact of organizational justice on employee engagement in 

 banking sector of Pakistan. Middle-East Journal of Scientific Research, 12(5), 643–

 649. 

Amusa, O., Iyoro, A., & Ajani, F. (2013). Work environments and job performance of librarians 

 in the  public universities in South–West, Nigeria. International Journal of Library and 

 Information Science, 5(11), 457-461. 

Arogundade, O. T., Arogundade, A. B., & Oyebanji, O. H. (2015). Influence of perceived 

organizational justice on teachers’ commitment in selected secondary schools in Lagos State. 

Nigeria. Journal of Scientific Research & Reports, 4(7), 605-613. 

Barsky, A., & Kaplan, S. (2007). If you feel bad, it’s unfair: A quantitative synthesis of affect and 

 organizational justice perceptions. Journal of Applied Psychology, 92, 286–295. 

Cherian, S. (2018). Relationship between organizational commitment and job satisfaction of 

 Nurses in Dubai Hospital. Journal of Advances in Social Science and Humanities, 

 4(1), 36373-36400. 

Chiazor, A., Eketu, C., & Needorn, R. (2018). Distributive justice and organizational commitment 

 in Rivers State civil service. International Journal of Inflation & Good Governance 

 Quagmire in  Africa, 10(4&5), 27- 47. 

Dartey-Baah, K. (2014). Organizational antecedents and perceptions of fairness in policy 

 implementation among employees in the banking sector of Ghana. African journal 

 of Business Management, 8(18), 816-831. 

Demirel, Y., & Yücel, I. (2013). The effect of organizational justice on organizational 

 commitment: A study on automotive industry. International Journal of Social Sciences, 

 11(3), 26-37. 

Estiningtyas, E. & Darmanto, S. (2018). Mediating role of organizational commitment in 

 developing employee performance- study in regional secretariat of Blora region, central 

 Java, Indonesia. International Journal of Research - Granthaalayah, 6(2), 283-291. 

Friday, E., & Ugwu, J. (2019). Organizational justice and employee commitment of selected 

private secondary schools’ teachers in Nigeria. International Journal of Management & 

Entrepreneurship Research, 1(1), 18-30. 

Gichira, P. (2016). Influence of organizational justice on commitment of employees in health 

 sector non-governmental organizations in Kenya. [PhD thesis, Jomo Kenyatta 

 University of Agriculture and Technology]. 

Gim, G., & Desa, N. (2014). The impact of distributive justice, procedural justice, and affective 

 commitment on turnover intention among public and private sector employees in 

 Malaysia.  International Journal of Social Science and Humanity, 4(6), 487-492. 



University of Dar es Salaam Library Journal 

Vol 17, No 1 (2022), pp 54-71 

ISSN: 0856-1818 

69 
 

Gorgulu, O., & Akilli, A. (2017). The determination of the levels of burnout syndrome, 

 organizational commitment, and job satisfaction of the health workers. Nigerian journal of 

 clinical practice, 20(1), 48–56. https://doi.org/10.4103/1119-3077.180051. 

Igbeneghu, B., & Popoola, S. (2010). Influence of age, marital status, length of service and job 

 satisfaction on organizational commitment of medical records personnel in university 

 teaching hospitals in Nigeria. Library Progress (International), 30(2), 237- 268. 

Ismail, N. (2012). Organizational commitment and job satisfaction among staff of higher learning 

education institutions in Kelantan. [Master Dissertation, University Utara Malaysia]. 

Karanja, G. (2016). Effect of organizational justice on organizational commitment in public 

 secondary schools and commercial banks in Kenya. (Unpublished Thesis), Jomo 

 Kenyatta University of Agriculture and Technology, Kenya. 

Khan, Y., & Batool, S. (2017). Comparative study of qualification and organizational commitment 

 among  the faculty of private universities. International Journal of Business and 

 Management, 5(1), 51-61.  

Krishnan, R., Loon, K., Ahmad, N., & Yunus, N. (2018). Examining the relationship between 

 organizational justice and job performance. International Journal of Academic Research 

 in Business and Social Sciences, 8(3), 466–477.  

Mahmoudi, S. H., Hassani M., & Aghlmand S. (2017). The relationship between organizational 

 justice  and organizational citizenship behavior among nurses (examining the mediating 

 role of  organizational commitment, organizational trust, and job satisfaction. Patient 

 Safety Quality  Improvement, 5(2), 513- 520. 

Mayowa-Adebara, O. (2018). The influence of leadership style, organizational justice and human 

 capital  development on employee commitment in university libraries in South-West, 

 Nigeria. Library Philosophy, 1976. Retrieved from 

 http://digitalcommons.unl.edu/libphilprac/ 

Mayowa-Adebara, O., & Aina, F. (2016). Work environment and organizational commitment of 

 staff in academic libraries in Lagos State, Nigeria. Journal of Applied Information 

 Science and  Technology, 9 (1), 39 -48. 

Mendryk, I. (2017). The impact of procedural and distributive justice upon organization 

 commitment of age-diversified employee. Annales Universitatis Maria Curie-

 Skłodowska, LI (3), 107-114. http://doi.10.17951/h.2017.51.3.107 

Mensah, M. &Adjei, E. (2015). Demographic factors affecting the commitment of medical records 

 personnel at the korle-bu teaching hospital in Ghana. Information Development, 31(5) 451–

 460. 

Meyer, J. P, Allen, N. J., & Smith C. (1993). Commitment to organizations and occupations: 

 Extension and test of a three-component conceptualization. Journal of Applied 

 Psychology, 78, 538-551. 

Meyer, J., &Allen, N. (1991). A three component conceptualization of organizational 

 commitment. Human  Resource Management Review, 1(1), 61–89.  

Mishra, A., Mishra, K., & Grubb, L. (2015). Reducing turnover in franchise-based small business 

organizations: The role of trust, justice and commitment. Small Business Institute Journal, 11 

(1),  6 – 23. 

Mohamed, S. A. (2014). The Relationship between organizational justice and quality performance 

 among  healthcare workers: A pilot Study. The Scientific World Journal, 1-7. 

 https://doi.org/10.1155/2014/757425 

https://doi.org/10.4103/1119-3077.180051
http://dx.doi.org/10.17951/h.2017.51.3.107


University of Dar es Salaam Library Journal 

Vol 17, No 1 (2022), pp 54-71 

ISSN: 0856-1818 

The Influence of Organizational Justice on the Organizational Commitment of Personnel in South-West 
Nigerian Public University Libraries 
 
Omobola Olufunke Adewoyin 

Moon, K. (2017). Fairness at the organizational level: Examining the effect of organizational 

 justice  climate on collective turnover rates and organizational performance. Public 

 Personnel Management, 46(2), 118–143. https://doi.org/10.1177/0091026017702610 

Morrison, R. (2008). Negative Relationships in the workplace: Associations with organizational 

Commitment, cohesion, job satisfaction and intention turnover. Journal of Management and 

Organization, 14, 330–344. https://doi.org/10.1017/s1833367200003126 

Nazim, A., & Shahid, J. (2012). Relationship between organizational justice and organizational 

 commitment and turnover intentions amongst medical representatives of pharmaceuticals 

 companies of Pakistan. Journal of Management Sciences, 6(2), 201 -212. 

Niazi, A., & Ali, M. (2014). The relationship between organizational justice and organizational 

 commitment and the mediating effect of job satisfaction on organizational behavior. 

 International Journal of Management Sciences and Business Research, 3(2), 25-31. 

Niehoff, B.P., & Moorman, R.H. (1993). Justice as a mediator of the relationship between 

 methods of monitoring and organizational citizenship behavior. Academy of Management 

 Journal, 36 (3), 527-556. https://doi.org/10.2307/256591 

Nikookar, M., Nowkarizi, M., & Sharif, A. (2016). Investigating the relationship between 

 organizational justice and organizational citizenship behaviour in public libraries in 

 RazaviKhorasan Province. Conference of the International Journal of Arts & 

 Science, 9(3), 165-170. 

Nnadozie, C. & Onah, F. (2016). Impact of academic librarians’ education qualification on faculty 

 members’ satisfaction with information delivery in selected universities in Nigeria. Sky 

 Journal of Educational Research, 4(2), 20-26. 

Noor, H. (2010). The impact of work related variables on librarians’ organizational commitment 

 and job satisfaction. Malaysian Journal of Library & Information Science, 15(3), 149-

 163. 

Nzelum, A.O., Unegbu, M.C., Nworie, J.C., & Irunegbo, G.C (2019). Effect of promotion and 

 recognition on job satisfaction of librarians in academic libraries in Imo State, Nigeria.  

 International Journal Academic Library and Information science, 7(2), 37-43. 

Obiora, C., & Iwuoha, V. (2013). Work related stress, job satisfaction and due   process in Nigerian 

 public service. European Scientific Journal, 9(20), 214-232. 

Odoch, H., & Nangoli, S. (2014). The effect of organizational commitment on job satisfaction in 

 Uganda colleges of commerce. Issues in Business Management and Economics, 2 (10), 

 165-171. 

Ogbah, E. (2013). Leadership style and organizational commitment of workers in some 

 selected academic libraries in Delta State. International Journal of Academic 

 Research in Business and Social Sciences, 3(7), 110-118. 

Owoyemi, O., Oyelere, M., Elegbede, T., &Gbajumo-Sheriff, M. (2011). Enhancing employees’ 

 commitment to organization through training. International Journal of Business and 

 Management, 6(7), 280-286. 

Ponnu C., & Chuah. C. (2010). Organizational commitment, organizational justice and employee 

 turnover in Malaysia. African Journal of Business Management, 4(13), 2676-2692.  

Raza, K., Rana, N. A., Qadir, M., & Rana, A. M. (2013). Relationship between distributive, 

 procedural justice and organizational commitment: An empirical analysis on public 

 sector of Pakistan. Middle-East Journal of Scientific Research, 6, 878-883. 

https://doi.org/10.1177/0091026017702610


University of Dar es Salaam Library Journal 

Vol 17, No 1 (2022), pp 54-71 

ISSN: 0856-1818 

71 
 

Salau, O. (2017). Work environments and retention outcomes of academic staff of state 

 universities in Southern Nigeria. (PhD thesis, Covenant University - Ogun State). 

Somayyeh, K., Mohsen, H., & Zahed, B. (2013). Studying the relation between organizational 

 justice and organizational commitment among the librarians of Khouzestan province 

 ministry of science academic libraries. European Online Journal of Natural and Social 

 Sciences, 2(3), 444-451. 

Su, S., Baird, K., & Blair, B. (2013). Employee organizational commitment in the Australian 

 public  sector. The International Journal of Human Resource Management, (24) 2, 243-

 264. 

Tolukan, E., & Akyel, Y. (2019). Research on the relationship between trainers' turnover intention 

 and organizational justice. International Journal of Higher Education, 8(1), 181-192. 

Turgut, H., Tokmak, I. & Gucel, C. (2012). The effect of employees’ organizational justice 

 perceptions on their organizational commitment: A university sample. International 

 Journal of Business and Management Studies, 4(2), 21-30. 

Udofia, I. (2017). Job satisfaction as a correlate of organizational commitment of librarians in 

 universities in South-South, Nigeria. [PhD Thesis, University of Nigeria, Nsukka]. 

 https://www.unn.edu.ng/libraries/institutional-repository/ 

Yang, J. & Cho, I. (2017). Organizational justice in higher education: Perceptions of Taiwanese 

 professors and staffs. Contemporary Issues in Education Research, 10(4), 231-240. 

 https://doi.org/10.19030/cier.v10i4.10037 

Yasar, M., Emhan, A., & Ebere, P. (2014). Analysis of organizational justice, supervisor support, 

 and organizational commitment: A case study of energy sector in Nigeria. Journal of 

 Business Studies Quarterly, 5(3), 37-46. Doi=10.1.1.652.6356. 

 

 

 


