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Overthelastthreedecades,highereducationinstitutionshaveexperiencedenormouschallengesand
changes.Inparticular,institutionsofhighereducationhavebeenpositionedasameanstocontributeto
theknowledgeeconomyandgainalevelofcompetitiveadvantageintheglobalmarketplacebyproduc-
ingcompetentgraduates.However,werealizethathighereducationisacomplexsocialundertaking,
andthereisnoeasywaytoanalyzethemanydimensionsofthedecision-makingandpoliciesinvolved.
Nonetheless,wecanbeginwiththesimplecharacterizationofhighereducationasaprocessinvolving
theallocationanduseofavailableresourcestoachieveresearch,teachingandlearning,socialand/or
economicobjectivesusingprinciplesoforganizationaljustice.Inmosthighereducationinstitutions,
itisoftenobservedthatsomeinstitutionsareundoubtedlybetterendowedthanothersintermsof,for
example,themanagementandleadershipstyle,qualificationandexperienceofthemanagementstaff
andtheavailabilitymaterialresources.

Organizationaljusticeandculturewhenappliedtohighereducation,enhancesthedeliveryofand
accesstoknowledge,andimprovesthequalityofmanagement.Itproducesrichermanagementoutcomes
whencomparedwithbadleadershipstyle.Inthecontextsofthisbook,organizationaljusticeisconcerned
withfairnessintheworkplace.Itworriesitselfwithdistributionofresourcesanddistributivejustice;and
aboutfairnessofdecision-makingprocedures,interpersonaltreatmentandinteractionaljustice.Edgar
Scheininhis1992book,Organizational Culture and Leadership: A Dynamic View,viewsorganizational
cultureasapatternofsharedbasicassumptions,whichareinvented,discovered,ordevelopedbyagiven
groupasitlearnstocopewiththechallengesandchangesofexternaladaptationandinternalintegration
thathaveworkedwellenoughtobeconsideredvalid,andinturn,taughttonewmembersasthecorrect
waytoperceive,thinkandfeelinrelationtoaphenomenon.

Organizationaljusticeandculturehassignificantlyalteredthemethods,toolsandcontentofhigher
educationmanagement/administrationinseveralways.Organizationaljusticerequirementsareincreas-
ing,inpartbecauseoftheroleinpoliciespertainingtoeffectivehighereducationmanagement.Yet,
thousandsofmanagersandfacultyremaindeficientintheuseoforganizationaljusticeandinstitutional
culturetoadvancehighereducationmanagement.Theglobalacademiclandscapeischangingdirection,
fromtraditionalmethodstomoresophisticatedandadvancedmanagementmethods.Thus,organizational
justiceandcultureinhighereducationhasresultedinmoreproactiveandhighqualitymethodsineffec-
tivehighereducationmanagementglobally.

Organizationaljusticeinpresentdayhighereducationandthecombinationofinstitutionalcultureand
traditionalmethodsofmanagementprovidesthemostresourcefulandeffectiveleadershipexperience
theworldhaseverwitnessed.Organizationaljusticeandcultureinhighereducationisusedtobetter
positionhighereducation.Itismostoftenusedtoexplainapproachesthatcombineseveraldifferent
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management,leadership,decision-makingandpolicydeliverymethodsinhighereducation.Itisalsoused
todescribefairnessofdecision-makingproceduresandinterpersonaltreatmentincludinginteractional
justice.Itmixesvariousevent-basedactivitiesinhighereducation,whichisaimedatadvancinghigher
educationglobally.Organizationaljusticeandcultureareperhapsthemostnarrowlyusetoolstodayto
evaluateinstitutionaleffectiveness.However,withincreasingpressureonhighereducationinstitutions
to“domorewithless,”organizationaljusticeandculturecanhelptomaintainorimprovethequalityof
productsandservicesdeliveryinhighereducationwhileatthesametimesignificantlyreducecostof
runninghighereducationinstitutions.Perceptiveonorganizationaljusticeandcultureinhighereduca-
tionunderliemoderndayroleofhighereducationmanagers.Furthermore,understandinghowtomove
organizationaljusticeandcultureforwardwithafocusonquality,development,implementation,ef-
fectivenessaswellassupportwouldpotentiallyenhancehighereducationmanagement/administration.
Thishandbookofresearchisameetingpointforthedisseminationandexplanationofresearchfindings
frompractitioners,researchersandacademicianstothemultifacetedproblemsandchangesassociated
withorganizationaljusticeandcultureinhighereducation.

UNIQUENESS OF THE HANDBOOK

Unlikeotherbooks,theuniquecharacteristicofthishandbookisthatitcapturesorganizationaljustice
andculturefromaholisticperspective.Itlooksatthebenefitsthatcanbederivedfromthedevelopment,
adoption,useandimplementationoforganizationaljusticeandculturestrategiesinhighereducation
fromabroadperspective.Inthishandbook,weseetheapplicationoforganizationaljusticeandculture
inhighereducationindevelopedanddevelopingeconomiesandhowtheyembraceittoadvanceinno-
vationinhighereducationmanagementanddevelopment.Thishandbookaimtoaddresswaysinwhich
knowledgecapitalismisshaped,produced,andamendedtomeetinternationaldemandsforproductive
employees.Thishandbookfocusesontheroleofhighereducationinhighereducationbusinessmanage-
mentforvaluecreationandcompetitiveadvantage,whichwillserveasausefulresourceforacademi-
cians,professionals,researchers,andstudents.

TARGET AUDIENCE

Thetargetaudiencesforthisbookincluderesearchers,academics,professionals,students,andpracti-
tioners.Thishandbookisconceptualizedasareferencetext.Aprofoundexaminationoforganizational
justiceandcultureinhighereducation,andthefulldevelopment,useandimplementationofitprovides
rewardsforresearchers,academics,professionals,andstudentsbecauseorganizationaljusticeandculture
inhighereducationhaveimpacton:

• Effectiveinformationdisseminationandcommunication.
• Effectiveleadershipandmotivationinhighereducation.
• Effectiveorganizationalcultureadoptionanduse.
• Effectiveorganizationaljusticeadoptionanduse.
• Globaltrendinhighereducation.
• Highereducationmanagement.
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• Instructionaleffectivenessinhighereducation.
• Relationshipsandconflictmanagementinhighereducation.
• Researchanddevelopmentinhighereducation.
• Theoreticaldebateofmodern-dayhighereducation.

Hereisthesummaryofthestructureofthebookandits18chapters.

ORGANIZATIONAL JUSTICE PERSPECTIVES

Chapter 1: Organizational Justice – The Injustice in the Foundation of 
Organizational Citizenship Behavior within Higher Education Institutions

Thishandbookopenswithachapterthatevaluatedawiderangeofhumanbehaviorsinthecontextof
organizations,whichcanbeexplainedbyhowtheworkplaceperceivesdistributive,procedural,inter-
actional,andrelationalfairness.Thatiswhynumerousresearchersinvestigatedtheroleofjusticeper-
ceptionsonjobsatisfaction,withdrawalbehaviors,organizationalcitizenshipbehavior,organizational
commitment,andproductivity.However,thereisagapintheresearcharenaregardingtheroleguanxi
playsinorganizationaljustice,especiallyinorganizationalinjustice.Guanxiinorganizationalinjustice,
isaconceptderivedfromtheconceptofnetworkandtheconceptofnepotism.Networkandnepotism
(aremoretabooand)arecommontopicsofresearchinthearenaorganizationalstudies,whereasinthe
arenaofeducationandhighereducationinstitutions,arestilllacking.Guanxiisaformofsocialcapital
thataimstoamasssymboliccapital,andthemorepowerfulone’ssymboliccapital,themoreinfluential
one’sstandingbecomes.

Chapter 2: Effective Communication Processes – The Responsibility of 
University Management for Enhanced Organizational Justice (OJ)

Thesecondchapterassessedtheimpactofeffectivecommunicationonorganizationaljustice(OJ)in
theuniversitysystem.Internetsearchrevealedthattherearenoempiricalstudiesontheimpactofef-
fectivecommunicationonOJingeneralandinuniversitysysteminparticular.Thisground-breaking
researchisintendedtoexpandourunderstandingandprovestobeausefuladditiontothethemeof
thisstudy.Communicationisacharacteristiccommontoallorganizations.Itispermanent,inthatit
isalwayshappening,andyetitcanhappensoslowlythatitisrarelyevernoticed.Ontheotherhand,
certaincommunicationprocesses,typeandstylehavebeenforcefulenoughtodrawimmediatechanges
inorganizations.Tothisend,quantitativeassessmentdesignwasemployedandquestionnairewasused
tomeasureeffectivecommunicationprocessesandthethreepartsofOJasitappliestotheuniversity
system.Lecturersfromfourpublicuniversitiesrespondedtoaquestionnairethatemployedaseven-point
Likert-typescales.ThestudyfoundthateffectivecommunicationprocesseshaspositiveimpactonOJ.
Lecturersperceivedthattheirproductionandserviceoutputarenotproportionatebecauseoftheunfair
treatmentasaresultoftheineffectivecommunicationprocesses.
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Chapter 3: The Effects of Mistreating Management 
Variability on Work Attitudes and Behaviors

Thethirdchapterappraisedtheeffectsofmistreatingmanagementvariabilityonworkattitudesand
behaviors,andthefindingoftheresearchindicatethatindividualsinaworkunitarelikelytodevelop
negativeattitudesandengageindeviatebehaviorsinresponsetoamanagerwhoismoremistreating
towardsomeunitmembersbutnottowardothers.Theseeffectswerefoundtobestrongafterexplaining
foreachindividual’spersonalexperienceofmisusefromthemanager.Thefindingsaresignificantbecause
theyhighlighttheimportanceofmistreatingmanagementvariabilityasadistinctunit-levelconstruct.In
sum,thefindingshighlighttheimportanceofexaminingmistreatingmanagementatboththeindividual
andunitlevelsofanalyses.Thisresearchshowthat,inaworkunit,non-targetedmembersarethecause
ofsomeofthesenegativeoutcomesbecausetheyareunfairinterpersonaltreatmentofothers.Organiza-
tionsshouldeducatemanagersonhowcontradictoryinterpersonaltreatmentofsubordinatesimpactsthe
fairnessoftheworkunit,andthenegativeimplicationonbothtargetedandnon-targetedsubordinates.

Chapter 4: The Roles of Organizational Justice, Social Justice, 
and Organizational Culture in Global Higher Education

Thefourthchapterrevealstherolesoforganizationaljustice,socialjustice,andorganizationalculture
inglobalhighereducation,thusdescribingthepracticalandtheoreticalconceptsoforganizationaljus-
tice,socialjustice,andorganizationalculture;thesignificanceoforganizationaljusticeinglobalhigher
education;thesignificanceofsocialjusticeinglobalhighereducation;andthesignificanceoforgani-
zationalcultureinglobalhighereducation.Theappropriatenessoforganizationaljustice,socialjustice,
andorganizationalcultureisinfluentialforglobalhighereducationthatseekstoservepractitionersand
researchers,increaseeducationalperformance,sustaincompetitiveness,andfulfillexpectedaccomplish-
mentinglobalhighereducation.Thechapterarguesthatapplyingorganizationaljustice,socialjustice,
andorganizationalculturehas thepotential to improveeducationalperformanceandreachstrategic
goalsinglobalhighereducation.

Chapter 5: Quality Control and Standards of Organisational Justice in 
Nigerian Higher Education – The Roles and Interplay of Various Agencies

Inthischapter,organisationaljusticeimprovesoverallorganisationaleffectiveness,prudency,efficacyand
efficiency.Previousstudiesexaminedtherelationshipbetweenorganisationaljusticeandjobsatisfaction
inmanufacturingcompanies.Thisstudythereforex-rayedthequalitycontrolandstandardsoforganisa-
tionaljusticeinNigerianhighereducation:therolesandinterplayofvariousagencies.Todothis,efforts
weremadetoexaminetheconcept,typesandmodelsoforganisationaljustice.Abriefhistoryofhigher
educationinNigeriawasdiscussedaswellastheprinciplesoforganisationaljusticewithinthecontext
ofeducation,empiricalstudiesonthelinkamongorganisationaljustice,jobsatisfaction,organisational
commitmentandturnoverintentionwerereviewedandtherolesofvariousagenciesinensuringquality
andstandardsoforganisationaljusticeinNigerianhighereducation.Itwasthereforerecommendedthat
thereshouldberegularandperiodicworkshops,conferences,seminarsandsymposiumfortheheadsof
thevariousinstitutionsofhigherlearningwithaviewtogearingthemontherelevanceoforganisational
justiceintheeffectivemanagementandadministrationofhighereducationalinstitutions.
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Chapter 7: Renewed Image of Higher Education – Globalization of 
Higher Education through Organizational Justice and Culture

Rapidtechnologicalandscientificdevelopmentsthathaveemergedinthesecondhalfofthe20thcentury
haveprofoundlytransformedsocieties,theenvironment,andhumanlife.Withglobalization,technolo-
giesthatrequiremanhandlinghavetransformedintotechnologiesthatrequireeducatedhumanlabor.
Inordertoreachacertainlevelofquality,globalizationforceseducationinstitutions,especiallyhigher
educationinstitutions,tochangeandtransform.Inthiscontext,organizationaljusticeandculture,formed
commonlyacrossinstitutionsofhighereducation,areexpectedtoimproveandincreasethequalityof
education.Thereislittleresearchonthetopicoforganizationaljusticeandcultureineducationorga-
nizations.Thereisalmostnostudyontheimpactofthesetwoimportantconceptsonhighereducation
inourglobalizingworld.Therefore, fromananalyticalperspective, thissectionaims toexplain the
contentsummarizedaboveandthedynamicsthroughwhichorganizationaljusticeandcultureimpact
theglobalizationofhighereducation.

Chapter 7: Angolan Higher Education, Policy, and Leadership 
– Towards Transformative Leadership for Social Justice

Sincetheendofthearmedconflictin2002,Angolahaswitnessedrapidsocio-economicdevelopment
characterizedbythestabilizationofmacro-economicindicators.Inthiscontext,thegovernmenthasbeen
implementingimportantstructuralandeconomicreforms,includingintheareaofeducation.Thepurpose
ofthischapteristoreflectonthesedevelopmentsandtheimplicationtheymighthaveondevelopment
of sustainable higher education, access, quality education, equity, leadership, and education policy.
Thechapterprovidesabriefcomparativeanalysisoftertiaryeducationfundingamongthecountriesof
SouthernDevelopmentCommunity(SADC)andotherAfricancountriesinordertodrawtheattention
ofthedecisionmakersabouttherelevancetoinvestmoreoneducationandprotecttheinvestmentsthat
thestatehasbeenmakingineducation.Inaddition,thechaptercallsfortransformativeleadershipfor
socialjusticeandchangeinorganizationalcultureasanalternativeavenueforenforcingcurrentpolicies.

Chapter 8: Collective Bargaining as a Tool for Industrial 
Conflict in Organization and Conflict Resolution

Thischapteridentifiedthatthemajorfactormilitatingagainstorganizationalproductivityisconflict
betweenindividualsorgroupsofindividualsandthemanagement.Inanyworksituation,peopleare
boundtohavedifferentinterestsandaspirationswhichmaytendtoconflictwitheachother.Forexample,
managementiscommittedtopursingagoalofprofitmaximizationpolicies,whiletheworkersthrough
theirunionswanthigherwagesandalucrativewelfarepackagewhichtendstoresultinhighercostof
doingbusinesstothemanagement.Attimes,unionswanteffectiveparticipationinmostorganizational
decisions,evenattheexpenseofencroachingonareasthatfallexclusivelywithintheconfinesofmanage-
mentprerogatives.Managementcannotbutresistthisunwholesomebehaviour.Intheprocess,conflict
wouldensue.Therefore,animportantdutyoflineformangerstopromoteorganizationalproductivity
isthroughpeacefulresolutionofconflictsintheorganization.
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Chapter 9: The Relationship between Social Justice Issues 
and Emotional Intelligence (EI) – A Literature Review

Thischapterdiscussedissuesofinjusticeasoftenaffectingtheemotional,andinsomecases,thephysi-
calwell-beingofaperson.Inrecentyears,researchershavebeguntoexploretheroleofEmotional
Intelligence(EI)increatingawarenesswhenitcomestosocialjusticeissuesrelatedtoareassuchas
racism,sexism,heterosexism,etc.Thepurposeofthischapteristwofold:First,toconcentrateonthe
areaofsocialjusticeissuestofindoutwhattheliteraturehasexploredintermsoftheroleEmotional
Intelligence(EI)mightplaywhenitcomestodealingwithsocialoppression,andsecond,toadvocate
emotionalintelligencetraitsthatcanbesuccessfullyusedtocopewithsocialoppression.Wereviewed
theliteratureasawaytodeepenourunderstandingofhowtofoster“sociallyconscious”practiceswithin
theworkplace.ThechapterhasimplicationsforHumanResourceDevelopment(HRD)practitionersto
remindthemoftheresponsibilitytheyhavetoencourageandwelcomestudiesandpracticesaddressing
criticalaspectssuchassocialjusticeissuesasawaytohelpensureaproductiveandsafeworkplace.
Throughthisreviewoftheliterature,wefoundthatemotionalintelligencetraits,ifpracticedresponsibly,
canmakesocietyabetterplaceforeveryonetoliveandworkin.

ORGANIZATIONAL CULTURE PERSPECTIVES

Chapter 10: A Forensic Psychological Perspective on Racism in Schools 
of Educational Leadership – Impact on Organizational Culture

Schoolstheoreticallyoperateunderasharedvalueoffairnessintheworkplace.Thefairnessincludes
anotablesenseofegalitarianbeliefs,values,andpeoplewhoholdthemselvesouttobeunprejudiced.
Whendefensibleandculturallyresponsivejusticemeasuresareappliedinschoolsofeducation,leader-
shipinSchoolsofEducationmustconsistentlydemonstrateclearandconvincingevidenceoffairness.
Thechapterisananalysisofaversiveorunconsciousracismandinthewaysthatitmightmanifestitself
through individuals in leadershippositions.Evaluating the impactof the institutional racism.In the
analysisofforensicpsychologicalperspective,waysofusingaforensicpsychologicalapproachtoassess
thestakeholdersintheSchoolofEducationasitpertainstotheexperienceofracismwillbediscussed.
Aforensicpsychologicalportraitofracisminschoolsofeducationisexamined.Finally,implications
forpractice,training,andresearcharediscussed.

Chapter 11: Organizational Culture in Higher Education

Universitiesashighereducationorganizationshaveanacademicandautonomousconstructionbyper-
formingeducation,basicandscientificresearches,community’sdutyfunctionsthattheytakeon,they
improveaparticularorganizationalculture.Theorganizationalculturethatauniversityhasmakesit
differentfromotheruniversitiesbyitsvalues,basicassumptionsandnorms,leadersandheroes,sym-
bolsandlanguage,storiesandlegends,ceremoniesandcustoms.Inthisstudy,thetermsorganization
andculturewereclarifiedfirstandthe culture of organizationandorganization culture in the higher 
educationwasstudiedafterwards.
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Chapter 12: The Impact of the Model Minority Culture in Higher Education 
Institutions – The Cause of Asian Americans’ Psychological and Mental Health

AsianAmericanandPacificIslanders(AAPIs)areoneofthefastestgrowingethniccommunitiesinthe
UnitedStates.Oftenreferredtoasthemodelminority,firstcoinedbyWilliamPeterson,in1966,AAPIs
intheU.S.numberapproximately15millionandrepresentmorethan100languagesanddialects.How-
ever,fewstudieshaveinvestigatedpsychologicalconsequencesofinternalizingthemodelminority.The
purposeofthischapterisdelveintotheothersideofthemodelminorityfaçade,thelessglamorousside
ofmodelminority,oneofthecausesofAsianAmericans’psychologicalandmentalhealthissues:the
historyofmodelminority,theconceptofstereotype,andthevariouspsychologicalandmentalhealth
issues,thereputationoftheconceptofpsychologicalissues,andmentalhealthservices.Whilethereis
sacredempiricalevidenceinthesupportoftheclaimthatdirectcausalityexistsbetweenmodelminority
andpsychologicalandmentalhealthissues,validitiesandcorrelationscanbeestablished,throughthe
sharedclassificationofdiagnosedsymptoms.

Chapter 13: The Mediating Effect of Organizational Culture, 
Size, and Structure on the Relationship between Innovations 
and Resilience in Selected Nigerian Universities

Thischapterempiricallyinvestigatedthemediatingeffectoforganizationalculture,sizeandstructure
ontherelationshipbetweeninnovationsandresilienceinselectedNigerianuniversities.Thedescriptive
researchdesignwasadopted.TherespondentscomprisedHeadsofDepartments,DeansofFaculties,
Directors,RegistrarsandDeputyRegistrars,andViceChancellorsandDeputyViceChancellors.The
analysesofthedatainvolvedtheuseofmultiplestatisticalprocedures:Percentages,Mean,Chi-square
(hypotheses1-6)andOne-wayAnalysisofVariance(ANOVA).ANOVAwasusedtotesthypotheses
7-12,usingthestatisticalpackageforsocialsciences(SPSS)version21.Theresearchinstrumentwas
quantitativelyanalyzedandanoverallCronbachalphacoefficientof.845wasrealized.Inthisstudy,we
gatheredthatsignificantrelationshipexistsbetweenproductinnovationandsituationawareness,key-
stonevulnerabilitiesandadaptivecapacity.Processinnovationimpactonsituationawareness,keystone
vulnerabilitiesandadaptivecapacity.Inaddition,relationshipswerefoundbetweenadministrativein-
novationandsituationawareness,keystonevulnerabilitiesandadaptivecapacity.Correspondingly,we
foundthatorganizationalculture,sizeandstructurehasasignificantmoderatingrelationshipbetween
innovationandresilience.Nigeriauniversitieslikeotherdevelopingcountiesuniversitiesneedeffective
innovationprograms.

Chapter 14: The Need for Separating University Management 
and Administration from Service Delivery – Reviewing 
Disability Policy at Four HEIs in Wales

ThischapterlooksathowsuitablethecurrentequalitypoliciesofWales’suniversitiesaretocompete
inthecurrenteconomicclimateandthechangesneededtodeliverbestvaluetopeoplewithdisabilities
andallothertaxpayers.Thechaptermakesthefindingthatuniversitiesaretoobloated,bycarryingout
functions,whichinWalescouldbebetterhandledbythepublicsectorthatisunderdirectcontrolof
theWelshGovernment’seducationminister.Thiswouldinvolvelearningfromhowthetelecomsand
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energycompaniesworkUKwide,sothatHEFCfWbecomesaninfrastructureprovider,Estynwould
becomeresponsibleforensuringtheequalityofaccesstohighereducationandensuringthestandardsof
universityeducation.Universitieswouldthusconsistmainlyofteachingandresearchstaff,optimising
howtheyusetheinfrastructuretoattractthemoststudentstotheirdegrees,whicharehomogenised.The
chaptermakesclear,however,thatwhilstthispolicywouldlikelyworkinWales,itwouldbeunlikely
toinEngland,perhapsallowing“clearredwater”betweengovernments.

Chapter 15: What Does Culture of Higher Education 
Mean for Teacher Candidates? Turkish Sample

Whenauniversityisconsideredasanorganization,themeaningofculturetostudentsshouldbeinves-
tigatedtohaveknowledgeofitsorganizationalculture.Inthisqualitativestudy,itisaimedtoexamine
universitystudents’perceptionsofhighereducationcultureviametaphors.Participantswere230pri-
maryschoolteachercandidatesenrolledinFacultyofEducation,EgeUniversityinTurkey.Researchers
preparedaformtouseasdatagatheringtoolincludingtheprompt“Highereducationcultureislike...
because...”.Inthestudy,the5commonmetaphorsgeneratedbyfourgradesandthesemetaphorswere
freedom,youth,library,sea,andsun.Moreover,allparticipantsgenerated101originalmetaphors.Atthe
endoftheanalysis,metaphorsweregroupedintosevendifferentcategories;informationenvironment,
shapingthefuture,pathfinder,free,perpetualadaptingitself,multi-cultural,exciting.Toconclude,it
couldbesaidthatmostofteachercandidateshaveapositiveperceptionabouthighereducation.

Chapter 16: Faculty Motivation in Management Education

Thischapterassertsthatoftensomeinstitutionsthoughbetterendowedintermsof,themanagement,
leadershipstyle,qualificationandexperienceofthefacultyandstaff,theavailabilityofmaterialresources,
yetdonotfarewellascomparedtothosewherethereexistsmotivatedfaculty.Thisisbecausemotivated
facultycandriveexcellenceininstitutionsthoughqualityteachingandresearch.ManagementEduca-
tionalinstitutionsarenoexception.Managementeducationhasundergoneradicalchangesinlastfew
decades.Thecontent,instructionalmethodologiesandfacilitiesareamongthekeyindicatorsofchange
asisthebackgroundandmotivationofpeoplewhochoosetobecomemanagementteachers.Moreover,
inthelightofhighereducationbecomingmorecomplexandinstitutionsbecomingsocialundertakings
globally,whatisitaboutteachingmanagementeducationthatmakesoutstandingteacherslovetheir
jobs?Thechapterdelvesintotheseissuesandfocusesonfacultymotivationinmanagementeducation.

Chapter 17: Understanding and Managing Organisational Culture 
and Justice – Implications for Higher Education Institutions

Thischapterhighlightstheimportanceofeducationforthedevelopmentofexcellence,expertiseand
knowledgeleadingtooveralldevelopmentineconomycannotbeundermined.Itfocusedontheunder-
standingandmanagingorganisationalcultureandjustice:implicationsforhighereducationinstitutions.
Organizationalcultureplaysacriticalroleincreatingaworkenvironmentwhereemployeesarecom-
mittedandcontributetothesuccessoftheorganization.Justiceisasubjectiveanddescriptiveconcept,
inthatitcaptureswhatindividualsbelievetoberight,ratherthananobjectiverealityoraprescriptive
moralcode.Asdefinedhere,organizationaljusticeisapersonalevaluationabouttheethicalandmoral
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standingofmanagerialconduct.Researchhasshownthatemployeesappraisethreefamiliesofworkplace
events.Theyexaminethejusticeofoutcomes(distributivejustice),thejusticeoftheformalallocation
processes(proceduraljustice),andthejusticeofinterpersonaltransactionstheyencounterwithothers
(interactionaljustice).Overtheyears,universitiesworldwidehavecomeunderincreasingpressuresto
adapttorapidlychangingsocial,technological,economicandpoliticalforcesemanatingfromtheimmedi-
ateaswellasthebroaderpost-industrialexternalenvironments.Theunprecedentedgrowth,complexity
andcompetitivenessoftheglobaleconomywithitsattendantsocio-politicalandtechnologicalforces
havebeencreatingrelentlessandcumulativepressuresonhighereducationinstitutionstorespondto
thechangingenvironment.

Chapter 18: Asians and the Myth of the Model Minority in Higher 
Education – A Psychocultural Reality in the 21st Century

According to theconcludingchapter,whencomparedwithAfricanAmericans,Latinos,andNative
Americans,Asianareoftenattributedmorepositiveattributionsfromthedominantculture.Thede-
velopedstereotype,MythoftheModelminority(MMM),suggestsAsianAmericansachieveahigher
degreeofsuccessthanthegeneralpopulation.Undertheinternalizedassumptionofbeingpsychologi-
callytroublefree,theMMMstereotypecontributestoAsiansbeinglessinclinedtoproactivelyengage
inhelpseekingbehaviordespitethepresenceofseverementalhealthconcerns.Psychoculturalexamples
relatingtoAsianAmericans(e.g.,VirginiaTechShootercase)arereviewedtoformaclinicalandfo-
rensicpsychologicalframeworkthatoffersachallengeastowhytheMMMisproblematicinhigher
education.ThemythsrelatedtoMMMandtheexperiences—positiveornegative—ofMMMareana-
lyzedtoencouragesubsequentempirically-basedapplicationsforaddressingMMMaswellasserving
asacaveatagainstusingmonocausalexplanationsorotherthumbnailassessmentsofAsianAmerican
behaviorinhighereducation.

CONCLUSION

IamdeeplyhonoredwhenIGIGlobalinvitedmetoeditahandbookonorganizationaljusticeandculture,
andIroseuptothechallengeofelicitingchaptersandworkingpartnershipwithscholarsworldwide.In
total,therewereover31submissionsfromwhich18werechosen,whichhasculminatedintoanexcellent
resourcefrom23academiciansfromfivecontinents.ThisbookHandbook of Research on Organizational 
Justice and Culture in Higher Education Institutionsisacoherentbook.Theapproachespresentedhere
deriveprimarilyfromcontributors’backgroundandexperiencesinhighereducationmanagementand
administration.Consequently,thescholarswritetoinformhighereducationmanagers/administrators,
educationplanners,policymakers,researchersandstudentsoftherelationshipandtheadvantagesof
takinganall-encompassingapproachonissuesoforganizationaljusticeandcultureinhighereducation.
Thisbookconceptualizesleadershipandmanagement,andknowledgecapitalism,skillandabilityin
highereducationmanagementworldwide.

Inthecourseofeditingthisbook,Iendeavoredtoselectmultipledistinctperspectivesonorganiza-
tionaljusticeandculturetomakethisbookacompletereferencetext.Withthebelievethatnumerous
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audiencesexistforanytext,Itrustthattheacademiccommunitywillfindthisvolumeausefuladdition
toexistingliteratureontheimpactoforganizationaljusticeandcultureonhighereducationmanagement.

Nwachukwu Prince Ololube 
Ignatius Ajuru University of Education, Nigeria
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