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Abstract: To both survive and develop continuously, enterprises must overcome many kinds of
competition and challenges. Cultivating employees’ active and sustainable organizational citizenship
behavior is important for enterprises to successfully cope with turbulence and uncertain events during
their development. Building on social exchange theory, this study proposes a theoretical framework.
In this framework, belief in a just world has a certain predictive effect on organizational citizenship
behavior, and this effect is affected by interpersonal intelligence. In this study, we investigated
the development level of and factors influencing employees’ organizational citizenship behavior in
current organizations. This research adopted the empirical research method of a questionnaire survey,
and investigated 230 employees from 15 different enterprises by using the Belief in a Just World Scale,
Organizational Citizenship Behavior Scale, and Interpersonal Intelligence Scale. After excluding the
questionnaires that did not meet the requirements, a total of 193 valid questionnaires were obtained.
To estimate the proposed relationships in the conceptual model, we analyzed the data through
SPSS-21. The results showed that belief in a just world, interpersonal intelligence, and organizational
citizenship behavior were significantly positively correlated. Interpersonal intelligence played
a moderating role between belief in a just world and organizational citizenship behavior; the belief
in a just world of individuals with high interpersonal intelligence had a more significant positive
predictive effect on organizational citizenship behavior. This meant that under a certain level of
belief in a just world, a high level of interpersonal intelligence was more conducive to promoting
employees’ sustainable organizational citizenship behavior.

Keywords: belief in a just world; organizational citizenship behavior; interpersonal intelligence;
moderating effect model; China

1. Introduction

In the living environment of economic globalization and increasingly intensified
market competition. Organizations need to be more flexible and innovative if they want to
continue to grow, which require their employees to assume more responsibility beyond their
duties, take more initiative, perform adaptive and innovative behaviors, and contribute
wisdom and strength to the organization. Organizational citizenship behavior (OCB)
has attracted increased attention from managers and researchers because it can improve
organizational efficiency, help the organization to adapt to changing competitive market
environments, and strengthen self-management and other emerging management methods.

Throughout previous studies, the research on the relationship between fairness and
organizational citizenship behavior mainly focuses on the impact of organizational justice
on organizational citizenship behavior [1,2]. Organizational justice has not only been
considered one of the proximal determinants of OCBs [3,4], but also has sometimes been
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considered a proxy for social exchange [5]. Put directly, fair treatment of employees
can cause them to redefine their employment in terms of social exchange, with OCB as
a common exchangeable resource [3]. However, the organizational justice mentioned
here specifically refers to distributive justice, procedural justice, and interactive justice,
that is, employees’ perception of the fairness of the rules and regulations or policies
implemented by the organization, such as compensation, benefits, promotion, training,
rewards, and punishments, which are closely related to their own interests [6]. These
senses of fairness can be created by organizations and are the focus of previous studies.
However, the justice beliefs of employees themselves are the key to our discussion later.
This belief affects the work and life of employees in different ways. For example, employees
who believe that their efforts will be rewarded, no matter what rules and regulations the
organization makes, will work diligently and make progress; while other employees with
weak belief in justice, and facing the company’s harsh policies, feel that their future is bleak,
they have no intention of working, and they are decadent and backward. Therefore, this
study aimed to explore the impact of employees’ beliefs in a just world on organizational
citizenship behavior to determine the implications for practitioners.

In addition, according to previous research, interpersonal intelligence has a significant
impact on an individual’s positive behavior (helping behavior, prosocial behavior, etc.) [7,8].
Whether organizational citizenship behavior, a positive out-of-role behavior of employees,
is also affected by interpersonal intelligence, has not yet been explored. Particularly
interpersonal intelligence as an moderating role needs to be addressed and investigated
by researchers. In enterprises, many employees do not know how to get along with
colleagues and superiors. Due to the lack of communication, it not only affects their
work efficiency, but also reduces their interest in the organization and work, thereby
reducing their enthusiasm for positive behavior. Therefore, this study aims to reveal how
interpersonal intelligence affects employees’ behavioral performance and its moderating
role between beliefs in a just world and organizational citizenship behavior.

On the basis of the above-discussed literature, this study analyses the relationships
between beliefs in a just world, organizational citizenship behavior, and interpersonal
intelligence. Thus, on the basis of the above-discussed literature, the research questions
(RQ) addressed are as follows:

RQ1 : How does belief in a just world affect organizational citizenship behavior?

RQ2 : How does interpersonal intelligence affect organizational citizenship behavior?

RQ3 : How does interpersonal intelligence moderate the relationship between belief in
a just world and organizational citizenship behavior?

The remainder of the paper is organized as follows. Section 2 is devoted to the
conceptual background, frames the hypotheses, and outlines the theoretical framework.
Section 3 addresses the methodology. Section 4 presents the results of the data analysis.
Sections 5 and 6 conclude the study and provide a discussion of the results and their impli-
cations. Section 7 elaborates on the limitations of the study and future research directions.

2. Literature and Hypotheses Development
2.1. Belief in a Just World

The concept of Belief in a Just World was first put forward by the American psychol-
ogist, Lerner. His core content is that in this just world, people get what they deserve,
and what they get is what they deserve. There are two dimensions of the belief in world
justice, namely, the general belief in world justice and the individual belief in world justice.
The general belief in world justice means that the world is just to others, and the individual
belief in world justice means that the world is just to itself [9]. The belief in a just world as a
common concept of fairness held by employees is a psychological demand, belief, and pur-
suit of justice for individuals; that is, individuals believe that they live in a just world,
that the world is equitable and harmonious, and that they will receive what they deserve
through continuous effort [9]. This belief in a just world can be regarded as a difference in
characteristics between individuals [10]. As a basic model, the belief in a just world enables
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people to steadily face the external environment, and influences the processing, coding,
and recalling of people’s daily experiences [11]. From the value level, it plays a pivotal role
in individual adaptation to complex physical and social environments. As a kind of social
cognitive tendency, people keep this belief. Even when faced with unfair or threatening
events, they will reframe the belief of justice in a psychologically conditioned way, reduce
anxiety and uneasiness, enhance the sense of control over the environment and hope for the
future, and minimize unfair losses [12,13]. Thus, it can be seen that from the perspective of
adaptation, people not only need to maintain the belief in justice, but also need to develop
or enhance the belief in a just world, so as to make themselves more adaptable to the
environment and social requirements. Furthermore, high interpersonal intelligence can
help individuals to improve and gradually perfect such beliefs.

2.2. Interpersonal Intelligence and Belief in a Just World

Gardner thought that interpersonal intelligence is the ability to understand and create
differences and respond effectively to various interpersonal cues, including social sensitivity,
social insights, social communication, and altruistic behaviors [14]. Employees with high
interpersonal intelligence can be leaders among their peers and encourage people to
work together to create a sense of belonging; they typically have rich common sense,
superb social skills, and the ability to make friends in various social groups; they are
also more willing to work collectively and show high working efficiency [15]. Therefore,
good interpersonal intelligence can effectively improve the interpersonal atmosphere
of organizations or groups, help individuals to communicate and cooperate voluntarily,
eliminate contradictions, enhance cohesion, and thus promote people’s belief in a just world.
From the stage and sequence of individual psychological development, high interpersonal
intelligence belongs to a higher level of psychological development. Compared with low
interpersonal intelligence, people with high interpersonal intelligence can analyze things
more comprehensively, objectively and rationally, deal with problems and gain insight
into the future development state and correct direction of things. This high-level ability
in interpersonal intelligence will strengthen and promote the development of the belief in
a just world.

Therefore, this study proposes:

Hypothesis 1. The association between the belief in a just world and interpersonal intelligence
is positive and significant. The higher the interpersonal intelligence, the higher the belief in
a just world.

2.3. Organizational Citizenship Behavior and Belief in a Just World

Organizational citizenship behaviors are important to the sustainable development of
enterprises. The concept of OCB was formally proposed by Organ and Dennis [16]. Organi-
zational citizenship behavior is the spontaneous behavior of employees rather than one
defined by the normal work-performance-based salary system. However, such behavior
can promote organizational work performance by maintaining and improving an organiza-
tional environment that is conducive to work performance. Different from work-specific
in-role behaviors, organizational citizenship behavior is extra-role behavior that includes
cooperating with others, volunteering to undertake additional tasks, helping others finish
their work, volunteering to perform duties beyond the work requirements, and other
behaviors [17]. Good organizational citizenship behavior features altruism (e.g., taking
the initiative to help others handle tasks or issues related to the organization), a sense of
responsibility (e.g., performing duties far beyond the work requirements), courtesy (e.g.,
giving advance notice, reminding, and consulting), a sportsperson-like spirit (e.g., avoiding
complaints or grievances), and civic virtue (e.g., actively participating in the organization’s
governance and providing appropriate feedback) [18-20]. All these behaviors serve as
a prerequisite to continuously ensure the effective operation of an organization. Therefore,
sustainable organizational citizenship behaviors are crucial for enterprises to gain competi-
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tive advantages. Some studies discovered that employees with positive emotions are more
willing to engage in organizational citizenship behaviors [21,22]. Undoubtedly, a relatively
high level of belief in a just world is a positive emotion status.

The belief in a just world means employees regard their world as fair and meaningful,
which cultivates their positive outlook for the future and expectation of their life experience,
hence effectively promoting employees’ positive behaviors [23]. Research has shown that
an individual’s belief in a just world has a positive impact on altruistic, prosocial behaviors,
and other helping behaviors. Zuckerman discovered a positive correlation between the
belief in a just world and altruistic behaviors through experimental research [24]. The results
demonstrated that individuals with a strong belief in a just world were more willing to
offer assistance than those with a weak belief in a just world. Depalma et al. also found that
individuals with a strong belief in a just world were more willing to help those groups that
were treated unfairly and exhibited more helping behaviors [25]. Otto and Schmidt pointed
out that employees with a strong belief in a just world displayed higher job satisfaction and
organizational loyalty, and were more willing to demonstrate organizational citizenship
behaviors [26]. Laurin et al. reported that for groups in unfavorable social situations,
the stronger the belief in a just world, the more willing they were to devote their energy
and time to long-term work and careers, and the more resilient they were in the face of
difficulties [27].

Previous studies verified that employees’ views on organizational justice exert a strong
impact on organizational citizenship behaviors [28,29] because perceived justice promotes
trust in non-contractual communication between employees and organizations [30]. Moor-
man confirmed a positive correlation between the sense of fairness and organizational
citizenship behaviors [31]. The results showed that compared to employees with a weak
sense of fairness, those who have a strong sense of organizational fairness demonstrate
a positive work attitude and perform extra-role behaviors to repay the organization after
fulfilling their duties. In addition, Niehaff and Mooman stated that when employees feel
that organizational care and distribution are unfair, their discontent will be balanced by
reducing personal input, but they will not directly reduce work input to achieve a sense of
balance in their mind since reducing such input can directly affect their job performance and
remuneration [32]. Instead, organizational citizenship behaviors with hidden characteristics
are used to reduce input, thus eliminating employees’ sense of unfairness. To summarize,
some connections must exist between belief in a just world and organizational citizenship
behaviors, which deserves further exploration.

Therefore, this study proposes:

Hypothesis 2. The association between the belief in a just world and organizational citizenship
behavior is positive and significant. The higher the belief in a just world, the higher the organizational
citizenship behavior.

2.4. Interpersonal Intelligence and Organizational Citizenship Behavior

Belief in a just world is the motivation for individuals to pursue long-term goals and
follow social norms. It has an important adaptive function because it enables people to
better adapt to their material and social environment; to believe that the environment
is stable, fair and organized [9]; and interpersonal intelligence related to responding to
and understanding information, as well as establishing social contact and interaction with
others [33]. High-level interpersonal intelligence can recognize other people’s emotions,
motives, and desires, and enable appropriate responses. On the one hand, high-level
interpersonal intelligence can further strengthen people’s belief in a just world; on the
other hand, it plays an important role in the process of stimulating and implementing
organizational citizenship behavior. For instance, Fitri studied the correlation between the
interpersonal intelligence and prosocial behaviors of primary school students; they found
a significant positive correlation between the two variables, and that children with high
interpersonal intelligence were more inclined to show behaviors of helping others [7]. Cirelli
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clarified that high interpersonal intelligence promoted individuals” prosocial behaviors
and increased the frequency of prosocial behaviors [8]. These studies’ findings indicated
that interpersonal intelligence is significantly related to positive behaviors and that by
improving interpersonal intelligence, employees can get along with colleagues, superiors,
and subordinates; cooperate better with others; and are more willing to perform some
extra-role behaviors that are beneficial to organizational development.

Therefore, this study proposes:

Hypothesis 3. The association between interpersonal intelligence and organizational citizenship
behaviors is positive and significant. The higher the interpersonal intelligence, the higher the
organizational citizenship behavior.

2.5. Moderating Effect of Interpersonal Intelligence between Belief in a Just World and
Organizational Citizenship Behavior

According to social exchange theory, people engage in interdependent and contingent
actions that generate reciprocal exchange obligations and resources between two or more
parties [34]. Social exchange theory can be viewed as a multidisciplinary paradigm that
describes how multiple resources are exchanged according to specific rules, and how this
exchange produces high-quality relationships [34]. Therefore, employees with belief in
a just world believe that they can be rewarded by engaging in organizational citizenship
behavior (OCB), which benefits both the employee and the organization. The belief in a just
world will lead employees to redefine their work relationship as a social exchange, and or-
ganizational citizenship behavior as an exchangeable resource. Furthermore, the belief in
a just world makes employees have a certain degree of trust in the organization, making
social exchange relationships more feasible, and thus promoting organizational citizenship
behavior. In contrast to the multidisciplinary paradigm described above, contemporary
theory draws on Blau’s views and focuses on social exchange promoted by interpersonal re-
lationships [35]. Employees use interpersonal relationships as a driving force for exchange.
A high level of interpersonal intelligence can promote the exchange of belief in a just world
and organizational citizenship behavior, that is, the higher the belief in a just world, the
more organizational citizenship behavior employees are willing to demonstrate, which is
conducive to work efficiency. Given that employee social exchange relationships are based
on interpersonal intelligence, organizational citizenship behavior is necessarily influenced
by employees’ justice beliefs and interpersonal intelligence.

Organizational citizenship behaviors can promote employees’ professionalism, en-
hance productivity, create a better working environment, and benefit organizations in many
other ways [36]. Therefore, the study of organizational citizenship behaviors is important
for the development and growth of enterprises. As a concept of fairness, the belief in a just
world encourages employees to regard their world as fair, to build trust in others and social
institutions, and to perceive the significance of events in life to maintain a positive working
attitude and promote positive behaviors in employees [37]. Interpersonal intelligence is
the ability to understand and create differences and respond effectively to various interper-
sonal cues, including social sensitivity, social insights, social communication, and altruistic
behaviors. Previous theoretical and empirical studies have found that individuals with low
interpersonal intelligence have few friends in various social groups and prefer to study
or work alone. They are indifferent to other people’s affairs, tend to care more about per-
sonal interests than collective benefits, and often do not perform actions for tasks beyond
their own responsibilities [38,39]. This problem urged us to explore the regulating role of
interpersonal intelligence. Based on the above discussions, we will explore the moderating
effect of interpersonal intelligence.

Therefore, this paper proposes the following assumptions:

Hypothesis 4. Interpersonal intelligence plays a moderating role between belief in a just world and
organizational citizenship behaviors.
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Based on the above ideas, the proposed research model of the study is shown in
Figure 1, which demonstrates all of the hypotheses.

'Inierpersonal
Intelligence

— -~ —

Personal Just: [ Helping
_World Belief "\ Behavior

Belief in a Just World ——————| Organizational Citizenship Behavior
General Just- Civic
World Behef Virtue

—

Figure 1. Proposed research model.

3. Method
3.1. Research Approach

We used an empirical research method, namely, a questionnaire survey, in this study.
The content of the questionnaire included questions regarding belief in a just world, or-
ganizational citizenship behavior, and interpersonal intelligence. All instruments were
psychometrically sound, as evidenced by the sufficient reliabilities of the scales used in
the current study. A self-constructed demographic survey was used to obtain information
about participants, including sex, age, marital status, educational level, working years,
and rank.

3.2. Sampling and Data Collection

The data were collected from employees of 15 different enterprises in Sichuan, Hangzhou
and Guizhou, China. This research was conducted in 2021, and the aims of the study were
introduced to all respondents at the start of the questionnaire in the guidelines drafted;
moreover, according to the ethical rules of research, respondents were told that their pro-
vided information would not be revealed to anyone and would solely be used for research
purposes. The respondents were chosen using a convenience sampling method. A total of
230 questionnaires were distributed, excluding those that did not meet the requirements,
and finally 193 valid questionnaires were obtained, with a recovery rate of 84%. The detail
of the demographics in this study is presented in Table 1.

Table 1. Sample characteristics.

Measure Items Frequency (n) Percentage (%)
Male 114 59
Gender Female 79 41
<25 years old 48 25
A 26-35 years old 118 61
ge
3645 years old 17 9
>46 years old 10 5
<High school education 22 11.4
. College degree 45 23.3
Education Undergraduate 104 53.9
>Postgraduate 22 114

3.3. Measurements
3.3.1. Belief in a Just World Scale

The Belief in a Just World Scale, which consists of 13 items, is used to measure an
individual’s perceptions of fairness [40]. The scale is based on the BJW scale compiled
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by Dalbert [41], and it has good reliability and validity among Chinese college students.
It includes the General Just-World Belief subscale and the Personal Just-World Belief
subscale, in which items 1-6 consider the dimensions of general just-world belief and
items 7-13 are the dimensions of personal just-world belief. Each question has a 7-option
rating scale ranging from strongly disagree 1 to completely agree 7. Higher scores indicate
higher levels of belief in a just world. The internal consistency of the scale is satisfactory
(0 =0.932).

3.3.2. Organizational Citizenship Behavior Scale

Podsakoff et al. constructed the Organizational Citizenship Behavior Scale in 1997 [42].
It consists of 10 items, including two dimensions of helping behavior and civic virtue,
among which, items 1-7 are the dimensions of helping behavior and items 8-10 are the
dimensions of civic virtue. The scale has a 7-point rating scale ranging from strongly
disagree 1 to completely agree 7. After summing the overall answers, a higher score
represents more willingness to show organizational citizenship behavior. The internal
consistency for the scale is high (o = 0.925).

3.3.3. Interpersonal Intelligence Scale

In this study, we used the Interpersonal Intelligence Scale to extract some items from
the Positive Organizational Behavior Scale revised by Lu to measure the individual’s inter-
personal relationships [43], thereby investigating the individual’s interpersonal intelligence
level. The scale comprises 4 items with a 5-point rating scale ranging from completely dis-
agree 1 to completely agree 5. The higher the score, the higher the individual’s interpersonal
intelligence level. The scale has sufficient reliability of 0.897.

All items that we used in the questionnaire are given in Appendix A.

4. Results

The data from the filled survey questionnaires were entered into the SPSS file. The data
with outliers were deleted in the whole line, and the missing values were processed by the
method of mean substitution. Three different methods of data analysis were performed
on the primary data. Firstly, confirmatory factor analysis was performed to test the psy-
chometric properties—reliability and validity—of the constructs in the survey instrument.
Secondly, descriptive and correlational analysis was performed to identify and describe
sample demographic characteristics, such as mean, standard deviation, and correlational
analysis. Thirdly, to test the hypotheses, regression analysis was used. This study collects
data of continuous variables and isometric scales. The assumed relationship between
variables is the assumption of causal inference, so regression analysis is used to analyze the
data. In addition, because this study assumes that the relationship between variables has
a moderating effect, and according to Kenny and Judd in 1984, the product of measured
variables can be used as an indicator of the interaction of latent variables. This process is
relatively simple and scientific to implement in multiple regression [44]. Therefore, regres-
sion analysis was used in this study to test the hypothesis. All analyses were performed
through the SPSS 21.0 and Amos 26.0.

4.1. Reliability and Validity Testing

Psychometric testing is the evaluation of the amount of error in any instrument.
Reliability and validity are two important, generally accepted properties in this regard.
It is highly recommended to psychometrically test an instrument before its utilization [45].
Reliability of an instrument refers to the property of consistency of a measure. The validity,
on the other hand, refers to how well the observed variables accurately calculate their
respective construct [46]. Construct validity includes its convergent validity—the property
of observed variables being related [47]. Cronbach’s alpha (CA) values of 0.70 and higher
are considered accurate. All constructs were valid as their CA values were above 0.70.
For all constructs, the average variance extracted (AVE) values were greater than 0.50.
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Below mentioned Table 2 displays the Cronbach’s alpha, composite reliability (CR), average
variance extracted results, and associated model fit indices. It can be seen from the data in
the table that the NFI, IFI, and CFI values of each scale are all greater than 0.9, CMIN/DF
are all within 2, and RMSEA are all below 0.08. reflecting that the model fits are almost fine.
Based on the acceptable values for all indicators, all constructs in the analyzed model were
reliable and valid.

Table 2. Convergent validity, reliability, and model fitness.

Indicators

Loading CA CR AVE NFI IFI CFI CMIN/DF RMSEA

Organizational Citizenship
Behavior
Helping Behavior
HB1
HB2
HB3
HB4
HB5
HB6
HB7
Civic Virtue
CVv1
Ccv2
CVv3
Belief in a Just World
General Just-World Belief
GJB1
GJB2
GJB3
GJB4
GJB5
GJB6
Personal Just-World Belief
PJB1
PJB2
PJB3
PB4
PJB5
PJB6
PJB7
Interpersonal Intelligence
m
1V
3
114

0.956 0.978 0.978 1.944 0.070

0.930 0.941 0.636
0.750
0.804
0.708
0.845
0.822
0.738
0.898
0.750 0.858 0.526
0.869
0.548
0.722
0.933 0.968 0.967 1.883 0.068
0.870 0.668 0.545
0.822
0.767
0.786
0.687
0.715
0.635
0.910 0.707 0.601
0.670
0.738
0.766
0.888
0.635
0.911
0.778
0.900 0.929 0.670 1.000 1.002 1.000 0.043 0.000
0.780
0.956
0.745
0.776

Note: Loading, factor loading; CA, Cronbach’s alpha; CR, composite reliability; AVE, average variance extracted;
NFIL normed fit index; IFI, incremental fit index; CFI, comparative fit index. CMIN/DF, chi-square divided by
degree of freedom,; RMSEA, root-mean-square error of approximation.

We confirm the elimination of the collinearity problem in evaluating structural equa-
tion modeling (SEM). The VIF (variance inflation factor) value above five may have some
collinearity problem between the factorial dimensions. In our study, the VIF value of SEM
is less than 5, which is between 1.000 and 2.234. Therefore, it was concluded that there was
no collinearity issue among dimensions. The collinearity analyses are presented in Table 3.
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Table 3. Collinearity analysis.

Dimension Correlations VIF
GJB and OCB 2.234

PJB and OCB 2.234

BJW and OCB 1.000

II and OCB 1.000

Note: VIFE, variance inflation factor; GJB, general just-world belief; PJB, personal just-world belief; BJW, belief in a
just world; II, interpersonal intelligence.

4.2. Descriptive Statistics and Reliability Analysis

The scales were tested for their reliability, and the analysis for reliability was conducted
using SPSS-21. The value of alpha was obtained as the indicator of scales reliability.
The standard value of alpha is 0.70 and higher. Table 4 presents the means, standard
deviations, alpha reliabilities, and ranges of all the scales and subscales used in the study.
The results indicated that all scales and subscales achieved a satisfactory alpha level ranging
from 0.75 to 0.93.

Table 4. Descriptive and psychometric properties (N = 193).

Variable Items M SD o Range
General Just-World Belief 6 26.41 7.79 0.87 1-7
Personal Just-World Belief 7 33.25 8.19 0.91 1-7
Belief in a Just World 13 59.67 14.92 0.93 1-7
Helping Behavior 7 37.98 8.00 0.93 1-7
Civic Virtue 3 15.15 3.56 0.75 1-7
Organizational Citizenship Behavior 10 53.12 10.82 0.93 1-7
Interpersonal Intelligence 4 16.17 2.99 0.90 1-5

4.3. Correlation Analysis

Table 5 shows a significant positive relationship between the belief in a just world
and organizational citizenship behavior in which the general and personal just-world
beliefs were significantly positively correlated with organizational citizenship behavior.
The results also revealed a positive correlation between interpersonal intelligence and belief
in a just world. Organizational citizenship behavior was positively related to interpersonal
intelligence, among which, helping behavior and civic virtue were significantly positively
related to interpersonal intelligence.

Table 5. Correlation matrix for all variables (N = 193).

Variable 1 2 3 4 5 6
1. General Just-World Belief -
2. Personal Just-World Belief 0.743 ** -
3. Belief in a Just World 0.930 *  0.937 ** -
4. Helping Behavior 0.580 **  0.614**  0.640 ** -
5. Civic Virtue 0.532**  0.469** 0.535** 0.707 ** -
6. Organizational Citizenship 0.604*  0.609* 0.650* 0.972* 0.852* -
Behavior
7. Interpersonal Intelligence 0.472** 0.514** 0.529* 0.737** 0.575** 0.735**
=p <001

4.4. Regression Analysis

Regression analysis of this study was performed using the SPSS-21 to examine the
directional dependence of the variables. The results of hierarchical regression analysis
showed the moderating effect of interpersonal intelligence between belief in a just world
and organizational citizenship behavior. In Table 6 the first model (F = 139.48, p < 0.001)
showed that belief in a just world was a positive predictor of organizational citizenship
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behavior (3 =0.612, t = 11.81, p < 0.001). This model indicated that 41.9% of the variance
in organizational citizenship behavior could be attributed to the belief in a just world
(AR? = 0.419, AF = 139.48, p < 0.001). The second model was found to be a significant model
(F = 164.81, p < 0.001) that was responsible for 21.1% of the variation in organizational
citizenship behavior due to interpersonal intelligence (AR? = 0.211, AF = 110.32, p < 0.001),
and interpersonal intelligence had a positive predictive effect on organizational citizenship
behavior (3 = 0.786, t = 10.50, p < 0.001).

Table 6. Analysis of the moderating effect of interpersonal intelligence between belief in a just world
and organizational citizenship behavior (N = 193).

Predictor Variable Adjust R? B

Step 1 0.419 ***
Belief in a just world 0.612 ***

Step II 0.630 ***
Belief in a just world 0.342 ***
Interpersonal intelligence 0.786 ***

Step III 0.640 *

Belief in a just world 0.776 ***
Interpersonal intelligence 1.202 ***
Belief in a just world x interpersonal intelligence —0.107 *

¥ <0.05, % p < 0.001.

The third model was the final moderation model, where the product of belief in a just
world and interpersonal intelligence was used for investigating the moderating role of
interpersonal intelligence between belief in a just world and organizational citizenship
behavior. The overall model was significant (F = 115.00, p < 0.001) and showed a sig-
nificant interactive effect of the belief in a just world and interpersonal intelligence on
organizational citizenship behavior (f = —0.107, t = —2.50, p < 0.05). This final model
of investigation explained an additional 1% of the variation in organizational citizenship
behavior (AR? = 0.01, AF = 6.27, p < 0.05).

Figure 2 depicts the predicted level of organizational citizenship behavior as an out-
come of the level of interpersonal intelligence in employees with strong and weak levels
of belief in a just world. The slopes for high and low levels of interpersonal intelligence
indicate positive moderation between belief in a just world and organizational citizenship
behavior. The figure shows that as the level of interpersonal intelligence decreased, the pos-
itive predictive effect of belief in a just world on organizational citizenship behavior tended
to gradually decrease. In other words, for individuals with high levels of interpersonal
intelligence, their organizational citizenship behavior was more susceptible to the influence
of their belief in a just world.

Table 7 shows the moderating effect of interpersonal intelligence between personal
just-world belief and organizational citizenship behavior using the hierarchical regression
analysis. The first model (F = 112.37, p < 0.001) showed that personal just-world belief was
a positive predictor of organizational citizenship behavior (f = 0.563, t = 10.60, p < 0.001).
This model indicated that 36.7% of the variance could be attributed to personal just-world
belief (AR2 =0.367, AF =112.37, p < 0.001). The second model was also found to be a signifi-
cant model (F = 149.88, p < 0.001), showing positive prediction of interpersonal intelligence
in relation to organizational citizenship behavior (3 = 0.830, t = 10.88, p < 0.001). This model
indicated that 24.1% of the variance could be attributed to interpersonal intelligence
(AR? = 0.241, AF = 118.35, p < 0.001). The third model was the final moderation model,
where the product of personal just-world belief and interpersonal intelligence was entered
to investigate the moderating influence of interpersonal intelligence between personal
just-world belief and organizational citizenship behavior. The overall model was significant
(F =104.59, p < 0.001) and showed a significant negative interactive effect of interper-
sonal intelligence and personal just-world belief on organizational citizenship behavior
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(B =—0.105, t = —2.46, p <0.05). The final model explained an additional 1% variance in
organizational citizenship behavior (AR? = 0.01, AF = 6.04, p < 0.05).
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Figure 2. Interaction between belief in a just world(BJW) and interpersonal intelligence on organiza-
tional citizenship behavior(OCB).

Table 7. Analysis of the moderating effect of interpersonal intelligence between personal just-world
belief and organizational citizenship behavior (N = 193).

Predictor Variable Adjust R? B

Step I 0.367 ***
Personal just-world belief 0.563 ***

Step II 0.608 ***
Personal just-world belief 0.290 ***
Interpersonal intelligence 0.830 ***

Step III 0.618 *

Personal just-world belief 0.713 ***
Interpersonal intelligence 1.258 ***
Personal just-world belief x interpersonal intelligence —0.105*

¥p<0.05, * p < 0.001.

Figure 3 displays the interactive slope for interpersonal intelligence in the relationship
with personal just-world belief and organizational citizenship behavior. The slope for
high and low levels of interpersonal intelligence indicated positive moderation between
personal just-world belief and organizational citizenship behavior. The figure shows that
when the level of interpersonal intelligence was low, organizational citizenship behavior
was more susceptible to a personal just-world belief, whereas for individuals with high
levels of interpersonal intelligence, personal just-world belief had no significant positive
impact on organizational citizenship behavior.

Table 8 shows the moderating effect of interpersonal intelligence between general
just-world belief and organizational citizenship behavior using the hierarchical regres-
sion analysis. The first model (F = 109.91, p < 0.001) showed that a general just-world
belief was a positive predictor of organizational citizenship behavior ( = 0.503, t = 10.48,
p < 0.001). This model showed that 36.2% of the variance could be attributed to gen-
eral just-world belief (AR2 =0.362, AF =109.91, p < 0.001). The second model was also
significant (F = 158.35, p < 0.001), showing a positive prediction of the effects of interper-
sonal intelligence on organizational citizenship behavior (3 = 0.837, t = 11.47, p < 0.001).
This model indicated that 25.9% of the variance could be attributed to interpersonal intel-
ligence (AR? = 0.259, AF = 131.62, p < 0.001). The third model was the final moderation
model, where the product of general just-world belief and interpersonal intelligence was



Sustainability 2022, 14, 2943

12 0f 18

entered for investigating the moderating influence of interpersonal intelligence in the
relationship between general just-world belief and organizational citizenship behavior.
The overall model was significant (F = 110.15, p < 0.001) and showed a significant negative
interactive effect of interpersonal intelligence and general just-world belief on organiza-
tional citizenship behavior (3 = —0.098, t = —2.41, p < 0.05). This final model explained
an additional 0.9% of the variance in organizational citizenship behavior (AR? = 0.009,
AF =5.79,p <0.05).

50
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Low personal just-world belief High personal just-world belief

Organizational citzenship behavior

=== High interpersonal intelligence

Low interpersonal intelligence
Figure 3. Interaction between personal just-world and interpersonal intelligence on organizational
citizenship behavior(OCB).

Table 8. Analysis of the moderating effect of interpersonal intelligence between general just-world
belief and organizational citizenship behavior (N = 193).

Predictor Variable Adjust R? B

Step I 0.362 ***
General just-world belief 0.503 ***

Step II 0.621 ***
General just-world belief 0.276 ***
Interpersonal intelligence 0.837 ***

Step III 0.630 *

General just-world belief 0.681 ***
Interpersonal intelligence 1.196 ***
General just-world belief x interpersonal intelligence —0.098 *

¥p<0.05, % p < 0.001.

Figure 4 displays the interactive slopes for interpersonal intelligence in relation to
general just-world belief and organizational citizenship behavior. The slope for high and
low levels of interpersonal intelligence indicates positive moderation between general
just-world belief and organizational citizenship behavior. The figure shows that as the
level of interpersonal intelligence decreased, the positive predictive effect of general just-
world belief on organizational citizenship behavior gradually decreased. In other words,
for employees with a high level of interpersonal intelligence, their general just-world
belief had a significant positive impact on organizational citizenship behavior, whereas for
employees with a low level of interpersonal intelligence, their general just-world belief had
no significant positive impact on organizational citizenship behavior.
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Figure 4. Interaction between general just-world and interpersonal intelligence on organizational
citizenship behavior(OCB).

5. Discussion

In this study, we aimed to explore the relationship between the belief in a just world
and organizational citizenship behavior, and the moderating role of interpersonal intelli-
gence between them. Correlation analysis verified the existence of a significant positive
correlation between belief in a just world and organizational citizenship behavior. The re-
gression analysis results indicated that belief in a just world had a significant positive pre-
dictive effect on organizational citizenship behavior, which is consistent with the findings of
Farh and Moorman, who reported that fairness indicators can better predict organizational
citizenship behaviors, and employees who are treated fairly are more likely to exhibit extra-
role behaviors [28,31]. Moreover, based on social exchange theory, researchers discovered
that employees who are well-treated by organizations are rewarded through engaging
in organizational citizenship behaviors [32]. In other words, if employees feel they are
treated fairly, they may have a positive attitude toward their work, results, and supervisors,
and are more willing to exhibit organizational citizenship behaviors. Similarly, the results
of this study are also consistent with social exchange theory [48]. Employees with high
belief in a just world believe that they can acquire some rewards by participating in or-
ganizational citizenship behavior (OCB). Additionally, previous studies have shown that
belief in a just world has a significant positive impact on altruistic behaviors and prosocial
behaviors [49-51]. That is, individuals with a strong belief in a just world are more inclined
to exhibit prosocial behaviors. As a kind of altruistic helping behavior, organizational
citizenship behavior is also influenced by a belief in a just world. These findings provide
further support for the results of this study. Individuals with belief in a just world think
that the world is fair and everyone’s hard work is rewarded accordingly. Thus, they tend to
be more willing to exhibit extra-role behaviors that are not required by formal work regula-
tions but are beneficial to the organization and create a working environment that promotes
organizational development so that employees can receive more support in their work,
cooperate better with colleagues, improve their work quality and efficiency, and receive
high-level evaluations from leaders and rewards, such as promotions and salary increases.

We also found a significant positive correlation between the personal and general
just-world beliefs and organizational citizenship behaviors; both could positively predict
organizational citizenship behavior. Individuals who believe that they are treated fairly or
that others are treated fairly, have a sense of security. They hold the view that the world is
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fair and principled, that good acts will be well rewarded, and are more willing to follow
social norms. These individuals are more likely to exhibit helping behaviors [52]. However,
the positive predictive effect of personal just-world belief on organizational citizenship
behavior was stronger than that of general just-world belief on organizational citizenship
behavior. People tend to describe themselves as fairer than others. Good self-perception is
a part of one’s self-concept and positively affects one’s behaviors [53]. Personal just-world
belief can be interpreted as a personal contract between subjects and the social world in
which they live. The more subjects identify with a personal just-world belief, the greater
the compulsion of the personal contract [40]. Personal contracts importantly regulate the
interdependence between subjects and their social world. The more people believe that they
are in a just world, the more they feel obligated to act fairly. Therefore, people with strong
personal just-world beliefs are more willing to exhibit organizational citizenship behaviors.

The results further indicated that a positive correlation existed between interpersonal
intelligence and organizational citizenship behaviors; the former could positively predict
the latter. This result is also in line with social exchange theory [35]; employees with
high interpersonal intelligence can obtain good interpersonal relationships by demonstrat-
ing organizational citizenship behavior, which is beneficial to both employees and the
organization. Previous studies have not linked interpersonal intelligence with organiza-
tional citizenship behaviors, but related studies showed that interpersonal intelligence is
positively correlated with prosocial behaviors, and individuals with high interpersonal
intelligence are more willing to demonstrate prosocial behaviors [54,55]. In enterprises,
employees with high interpersonal intelligence often communicate and cooperate well with
their colleagues, superiors, and subordinates to maintain good interpersonal relationships.
Therefore, these employees are more likely to help their colleagues, cooperate with others
and provide contributions, and create a harmonious working environment. The results of
this study are consistent with the above assumptions.

According to the results of our moderating effect analysis, interpersonal intelligence
significantly moderated the relationship between belief in a just world and organizational
citizenship behavior. Many researchers have reported that maintaining good interpersonal
relationships will increase individuals” helping behaviors [56-59], and individuals with
high interpersonal intelligence and a strong belief in a just world can use interpersonal
intelligence to communicate with their colleagues, superiors, and subordinates at work,
thus fostering sound interpersonal relationships. Therefore, individuals with a strong
belief in a just world and high interpersonal intelligence tend to have sound interpersonal
relationships; can get along well with their colleagues, superiors, and subordinates; and co-
operate better with others. They are more willing to demonstrate some extra-role behaviors
that are conducive to organizational development. Although individuals with low inter-
personal intelligence maintain a strong belief in a just world, they often feel that their work
is thankless because they are not good at communicating with others and cannot maintain
good interpersonal relationships, which reduces their willingness to show organizational
citizenship behaviors. As a result, a decrease in interpersonal intelligence will erode the
positive impact of a just-world belief on organizational citizenship behaviors.

Further analysis indicated that interpersonal intelligence had a moderating effect on
the relationship between personal just-world belief and organizational citizenship behav-
iors, and the relationship between general just-world belief and organizational citizenship
behaviors. The organizational citizenship behaviors of employees with low interpersonal
intelligence were more susceptible to the influence of personal just-world belief. Individ-
uals with low interpersonal intelligence cannot clearly perceive, experience, or predict
whether others are treated fairly. However, they have experience and confidence in whether
they are treated fairly. They can consider others from their own point of view. Therefore,
when they have a strong personal just-world belief, that is, they believe that what they
have encountered is fair, they will hold the view that others deserve to be treated fairly
as well as themselves. Accordingly, these individuals tend to show kindness to others
and are more willing to exhibit organizational citizenship behaviors. For employees with
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high interpersonal intelligence, their organizational citizenship behaviors are more sus-
ceptible to general just-world belief. These employees display problem-solving ability
and effective communication skills. They can predict and solve the problems in social
interpersonal relationships, exactly understand and predict whether others are treated
fairly or not, and are aware of the needs of others. Therefore, they are more willing to
offer assistance, which increases the chances of demonstrating organizational citizenship
behaviors. Employees are the core force of enterprise development and the key to obtaining
competitive advantages. Belief in a just world and interpersonal intelligence can help
to improve employees’ organizational citizenship behaviors and promote the effective
operation and sustainable development of organizations.

6. Conclusions

This paper presents some key findings on the relationship between belief in a just
world, organizational citizenship behavior, and interpersonal intelligence, making a sig-
nificant contribution to the existing literature. This is the first study to show that belief in
a just world is significantly positively correlated with organizational citizenship behavior,
and interpersonal intelligence is positively correlated with organizational citizenship be-
havior. These findings highlight the importance of belief in a just world and interpersonal
intelligence in enterprise development and further enhance our understanding of employ-
ees’ organizational citizenship behaviors. According to the regression analysis, we further
found that the predictive effect of just-world belief on organizational citizenship behaviors
was influenced by interpersonal intelligence. The level of interpersonal intelligence had
a significant impact on employees’ organizational citizenship behaviors. This research
was based on social exchange theory, and the results of the current study prove that social
exchange theory supports the above mentioned relationship.

According to the results of this study, belief in a just world and interpersonal in-
telligence are key factors affecting organizational citizenship behavior. Organizational
citizenship behavior is an important factor to improve the short-term and long-term per-
formance of enterprises, which can bring sustainability to an organization. Therefore,
corporate executives first need to focus on cultivating employees’ belief in a just world,
and encourage employees’ voluntary extra-role behaviors by creating a fair, harmonious,
and win-win organizational cultural atmosphere. Second, top executives should fully use
interpersonal intelligence to enhance the effectiveness of the belief in a just world. When
training employees, enterprises should also emphasize the cultivation and development of
interpersonal intelligence and improve employees’ ability to communicate and collaborate
to create a harmonious enterprise environment, thus stimulating employees to devote
themselves to the organization. Enterprises should improve employees” interpersonal
skills through management training, and create a fair and just management environment
in organizational management, so as to promote employees’ high-level or sustainable
organizational citizenship behavior.

7. Limitations and Future Research

This study enriches the research achievements in related fields. The practical contribu-
tion of this research is to help organizations develop effective training management plans
that promote sustainability development to the organization. Despite the contributions,
there are a few limitations associated with this research that might affect the interpre-
tation of results. The first limitation was that the respondents were selected only from
three regions, which may affect the generalizability of the results under the influence of
regional development and environment. Secondly, we adopted a self-reporting method
to conduct a questionnaire survey, which may cause common method biases. In future
research, we can design a social approval scale to control such effects. Finally, since we
used cross-sectional survey data, the influence of just-world belief and interpersonal intelli-
gence on organizational citizenship behaviors may lead to a certain time hysteresis effect.
For this reason, future research should include adopting a longitudinal research design to
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collect research data, conducting a case tracking study with quantitative and qualitative
research methds, or designing a longitudinal training intervention experiment based on
the improvement of interpersonal intelligence.
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Appendix A

Table A1l. Research Instrument.

Belief in a Just World
1. I think the world is basically fair.
2. To a large extent, I believe people get a lot of what they deserve.
3. I am convinced that justice always defeats injustice.
4. In the long run, I believe that those who suffer injustice will be compensated.
5. I firmly believe in living in all fields (career, family, politics),Injustice is accidental, not inevitable.
6. I think people will strive for justice before making big decisions.
7. To a large extent, I believe that many things that happen to me are what I deserve.
8. I am usually treated fairly.
9. I believe I usually get what I deserve.
10. In general, what happened to me was fair.
11. Injustices that happen in my life are accidental, not inevitable.
12. I believe that most things that happen in my life are fair.
13. I think that everything that involves a major decision I make is usually fair.
Organizational Citizenship Behavior
14. If there are employees who cannot keep up with their work, they will help.
15. Willing to share their strengths with other colleagues in the unit.
16. When other members of the unit disagree, they will try their best to be a moderator.
17. Willing to spend time helping unit members who have problems at work.
18. Take measures to avoid conflicts with other members of the unit.
19. Before doing anything that may affect other members of the unit, we will greet them in advance.
20. Provide encouragement when other members of the unit are depressed.
21. Provide constructive suggestions on how to improve the work efficiency of the unit.
22. Willing to risk dissatisfaction and express what is the best view of the company.
23. Attend and actively participate in team meetings.
Interpersonal Intelligence
24. I achieve good interpersonal relationships by being kind and respecting others.
25. I achieve good interpersonal relationships by inspiring others and treating others honestly.
26. I'achieve good interpersonal relationships through understanding, modest and studious.

27. Iachieve good interpersonal relationships through self-reflection and tolerance of others.
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