
International Journal of Advanced Scientific and Technical Research      Issue 5 volume 6, September-October 2015  

Available online on   http://www.rspublication.com/ijst/index.html                                                     ISSN 2249-9954 

 

RSPUBLICATION, rspublicationhouse@gmail.com  Page 1 
 

 

 

 

 

 

 

 

 

The relationship between organizational justice and performance of branches 

of Tose'e Ta'avon Bank of Hamedan Province 

 

Fatemeh Rezaei
1
( Corresponding Author) 

Ahmad Reza Ghasemi
2

 

1Department of Public Management, NARAGH Branch, Islamic Azad University, naragh, Iran 

2Department of Public Management, naragh Branch, Islamic Azad University, naragh, Iran  

 

 

 

Abstract 

Organizational justice refers to employees' fairness and equality perceptions in behaviors and 

working relationships. Studies show that organizational performance is influenced by factors 

such as organizational justice. The purpose of this study was to examine the relationship between 

organizational justice and organizational performance. The overall aim of the present study is 

functional and descriptive-correlational in its method, namely based on data gathered from 75 

employees of Tose'e Ta'avon Bank of Hamedan Province the results indicate a direct relationship 

between organizational justice components (other than interactional justice) and organizational 

performance. 

In this research for the analysis of organizational justice, three dimensions of distributive justice, 

procedural justice and interactional justice and performance of Bank branches was considered 

using one sample data correlation tests , Kolmogorov-Smirnov Test, and variance analysis. 

Based on the obtained results, between distributive justice and organizational performance and 

between procedural justice and the organizational performance there are significant correlations 

and also between interactional justice and organizational performance, there is no significant 

relationship. It seems that through the improvement of organizational justice in this society, 

employee performance and as a result, the performance of the branches are being improved. At 

the end, the research also offers suggestions for enhancing organizational justice and 

organizational performance. 

Keywords: organizational justice, distributive justice, procedural justice, interactional justice, 

organizational performance. 
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Introduction 

Justice and its implementation is one of the basic and natural requirements of man that its 

existence brings the progress and development of human societies, more than ever. Theories and 

definitions of justice alongside the development of human societies, are developed and evolved 

and its range from religions and philosophers theories have been led to empirical research. So 

that in the study of organizations and individuals both inside and outside of this the justice play a 

major and effective role. Two of the researchers, know the organizational justice as the 

perceptions of people about the fairness or unfairness of organizations’ behavior with them. 

Perception of unfair dealing of the organization leads to reduce in the level of morale, moving 

and even in some cases conflict and confrontation with the organization (Alwanipoor and Poor 

Ezzat, 2009, p. 2). On the other hand, field studies show that justice can be useful to describe the 

behaviors of human resources. For example, employees who consider decisions relating to the 

compensation fairly, show better performance (Song and McFarlane, 1993, p. 40-33). Aside, the 

organizational justice can play an important role in the relationship between management and 

labor due to negotiated benefits. 

Given the importance and role of organizational justice on employee attitudes and its impact on 

their performance, this study investigates the relationship between organizational justice and 

employee performance and finally the performance of the branches. 

For more than a century the axis of management rotated and rotates into that all efforts should be 

toward continuous improvement of the organization. The essential issue of this research is 

derived from this essential management goal. Justice as a basic requirement for collective life of 

human have always been salient throughout history, including social justice, organizational 

justice, etc. and today due to the pervasive and multilateral role of organizations in the social life 

of human, the role of justice in organizations has been revealed more than before, therefore, 

today organizational justice as well as other important variables such as organizational 

commitment, performance etc. has found a special place in the literature. 

According to the researches organizational justice has a vital relation with processes such as 

commitment, organizational citizenship behavior and job satisfaction and performance ( Ashja’a 

and Noori , 2009 , p. 2 ) . Based on the description provided, consequential purpose of this study 

was to evaluate and test the hypothesis that: 

 Is the organizational justice met with its three dimensions in Tose'e Ta'avon Bank of 

Hamedan Province? 

 Is there a relation between organizational justice and performance of Tose'e Ta'avon 

Bank of Hamedan Province? 

 

 

Literature 

In humanities research, equity is considered as a structure which is created in atmosphere of 

social relationships, in one approach when an act is considered fairly, if most people perceive it 

fairly. Study on organizational justice has been considerable growth in the last thirty years and is 

an integral combination of laboratory and field studies. Interestingly, the organizational justice 

issue has been one of the most referenced issues in the last ten years. Greenberg argues that 

perceived organizational justice is essential to the effectiveness of employee performance and 

satisfaction in the organization and to achieve this, all of the effort should be applied (Greenberg 

1993, Ss103-79). 

http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869


International Journal of Advanced Scientific and Technical Research      Issue 5 volume 6, September-October 2015  

Available online on   http://www.rspublication.com/ijst/index.html                                                     ISSN 2249-9954 

 

RSPUBLICATION, rspublicationhouse@gmail.com  Page 3 
 

Meeting organizational equity by managers can increase employee performance, innovation and 

sustainability in the organization and ultimately the organization's success and community uses 

organizations benefit and their employees’ attempt. Since the most valuable and important 

capital of an organization's is its human assets and meeting this capital affects the failure or 

success of organizations, efforts to develop better employee performance is important that 

managers need to be aware of it. Examine the relationship between organizational justice and 

performance of Tose'e Ta'avon Bank to better performance of branches and employees (better 

efficiency and function) can contribute to organizational goals. 

Historically, one of the fundamental desires of man, has been justice and its realization of the 

community. In this regard, schools and a variety of human and divine ideas, have been proposed 

different solutions to explain and establishment of this (Hosseinzadeh and Nasseri, 2007, p. 2). 

The first definitions of justice are attributed to Socrates, Plato and Aristotle. Socrates’s one of the 

most important questions was about the nature of justice. After Socrates, his pupil Plato in 

Republic book, its most important work, called justice the oldest argument and detailed 

discussion in ancient political philosophy (Marami, 2008, p. 15). 

In all Islamic political thought, the basis and foundation of all the principles is justice. Divine 

revelations suggest that we sent prophets with torches to guide and gave them the book and scale 

to uphold justice (Akhavn Kazemi, 2003, p. 51). Thus it is seen that justice and its establishment 

has been discussed as a need for the human communities. 

 

Organizational justice 

Justice is the highest human values and a precious jewel in the way of human rights realization. 

To justice is a fundamental human aspirations (Katouzian, 2008, p. 330). Organizational justice 

can be defined as: the equal study of Labor (Byrne and Cropanzano, 2001, p. 9). In sum, 

organizational justice researchers agree this subject that organizational justice is divided into 

three dimensions: distributive justice, procedural justice and interactional justice. 

 

Distributive justice 

About forty years ago, Jay Stacy Adams presented his Theory of Equality and in this theory 

showed that people want to receive fair similar to their colleagues for their works. Based on 

theory of Adams when equity is acquired that the employees feel that their inputs ( efforts ) to 

outputs ( rewards ) are equal to the ratio of their colleagues ( Hosseinzadeh , Nasseri ., 2008 , p. 

7 ). Adams equity theory of distributive justice is emanating from the perceived fairness of 

outcomes and therefore mean a potential factor with important applications in organizational 

contexts. 

Note that distributive justice is not limited to the fairness of payments, but also inclusdes a wide 

range of organizational outcomes such as promotion, rewards, punishment, work programs, 

perks and function examination. (Amir Khani and Poorezzat, 2008, p. 22). 

 Generally, distributive justice describes a person's perception of the amount of equity in the 

distribution and allocation of resources and rewards. In other words, the extent that people know 

closely associated with performance bonuses, is called distributive justice. Generally people 

evaluate the fairness of results with respect to a reference standard that is not always based on 

the same pattern and that’s why allocation can be judged from the results of the allocation rules 

for certain contracts. 

In particular, three rules of distributive justice is considered. 

1. The need: neediest person to receive the highest compensation. 
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2. Equality: every member of the social group to receive the same result. 

3. Justice and fairness: fair compensation based on contributions made or brought by any 

person (Rezaeian, 2005, p. 43). 

 

Procedural justice 

The debate in Western literature by T. Booth and Walker was introduced in 1975 and was 

developed by the Linde and Taylor in 1988. Procedural justice is following to prove the inability 

of the equality theory and other distributive justice models describing the reactions of people to 

their perceptions about the lack of justice, was introduced. Fletcher and Mack Duvall define 

procedural justice as perceived fairness of procedures and processes that the outcomes are 

allocated with them (Ashja’a and Noori , 2009 , p. 3 ). Procedural Justice is related to perceived 

justice about allocations and related results, ( Etebarian and Ahmadi Panah Mehrabadi, 2010, p. 

24 )  

Procedural justice means perceived fairness of the process used to determine the distribution of 

rewards (Yaghubi and Saghaeian, 2009, p. 26). In discussing of procedural justice similar to the 

theory of equality, human perceptions have a key role. Procedures on how people react towards 

their perceptions depend on their real nature, because in human psychology terms, people’s 

behavior is not based on reality, but react based on their perception of reality ( Rezaeian , 2005 , 

p. 49 ). The researches show that people just know procedures fairly which are compatible with 

the following six principles: 

1. Not to be inconsistent with each other. 

2. To stay away from prejudice. 

3. To be accurate. 

4. To be modifiable. 

5. Indicate all stakeholders’ opinions. 

6. Based on the prevailed ethical standards. 

 

Interactional justice 

According to the Theory of Money, interactional justice is related to the quality of interpersonal 

behavior that a person is exposed before and after the decision (Amir Khani and Poor Ezzat, 

2008, p. 22). This phenomenon is known as the (interactional justice) by a researcher named Bies 

and Moag in 1986 was considered. People are critical to deal with their interaction quality of 

interpersonal relationships and structural aspects of the decision-making process. Interactional 

justice for identifying the diverse attitudes and behaviors of employees in response to the 

temporary layoff, decisions on the budget, the techniques of negotiation and the process of 

recruitment, providing customer service, marketing and bosses interaction are considered as 

important variables (Rezaeian, 2005, p. 59 ) . . 

Cohen and Spector know interactional justice as an aspect of the communication process, such as 

politeness, honesty and respect between the sender and receiver of Justice (Alwani and Poor 

Ezzat, 2009, p. 9). Interactional justice has two dimensions: the interpersonal dimension, 

indicating that the behavior should be courteous and respectful. Managers should behave with 

trust and respect when dealing with their subordinates and the next second includes expectations 

and social responsibility. With enough justification of people their tolerance of a more unfair 

result becomes more (Krapanzanv, 1997, p. 330). Some researchers believe that interactional 

justice because of describing social interactions among people and others in the organization, is 
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linked with the theory of social change. Bies and Moag presented four characteristic of 

interactional justice behaviors. 

1. Truthfulness (sincerity): Truthfulness 

2. Respect: the employees expect to be treated with respect and courtesy. 

3. The question right (the propriety of speaking): It takes two basic elements: 

1) Questions should not be blamed along. 

2) Questions should not be discriminatory and detrimental. 

4. Justification: Justification appears followed by negative and unfair outcomes and corrects 

injustice with presenting reason and enough justification. 

This feeling of anger and dissatisfaction caused by injustice is reduced through proper 

explanation and apology for their behavior, are substantially reduced (Bies and Moag, 1986, p. 

224). 

 

Performance 

Performance is among the most complex topics in the field of project management. Several 

models and approaches presented in the context of performance evaluation. Today, the 

performance evaluation because of its mentoring and guiding aspects has become important and 

its essential goal; is to gather necessary information about the forces involved in the organization 

and present them to managers to enable them to take the necessary decisions for the quantity and 

quality of staff work. Recognizing and rewarding good employees and thereby creating 

incentives to improve their performance and other personnel, are including a major cause of 

performance evaluation. 

The meaning of performance evaluation or performance measurement is a process that a 

manager evaluates the performance by comparing and evaluating it with pre-set criteria, records 

the results and sends them to the staff. 

 A performance evaluation system includes processes and organizational activities related to the 

topic of performance (Griffin, 2001, p. 479). The main tools and techniques for performance 

evaluation include observation, interview, questionnaire . form, statistical, written and systemic 

reports, and evaluation standards . models, (quality management systems EFQM, ISO9001, etc.). 

Parallel to the evolution of organizations from single approach to network approach and supply 

chain ( Figure 1), the performance measurement systems has evolved and went into a network 

performance measurement and supply chain ( Asghrizadh , Momeni and Ghasemi , 2010) . This 

attitude has its roots in systemic thought, in which the optimality of the productive system 

doesn’t only depends on the optimal functioning of a sub- system and an all sub- systems should 

work to implement pre- drawn goals .  
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The application of these tools alone is not adequate to assess all factors, but it is necessary due to 

the factors which are assessed each of these tools alone or as combination to be used (Tajoddin, 

Naghi, 3dervish, 2009, p. 5). In this study the balanced scorecard model is used. 

 

Balanced Scorecard Model (BSC) 

As mentioned, the model in 1992 in the Harvard Business Journal by Robert Kaplan and David 

Norton was presented. This model’s 4 dimensions including financial, internal processes, 

customer, and learning and growth, following the organization's short-term operations with long- 

term vision and strategies. Hence the emphasis on key performance ratios in the range of targets 

is concentrated. The main aspects of this model are: 

1. Financial dimension 

2. Internal processes dimension 

3. Client dimension 

4. Learning and development dimension 

Balanced assessment focuses on the three dimensions of time, past, present and future 

assessments, because an function in past may lead to a result in today or tomorrow and today’s 

function also leads to a result in today or the next day. In this model, criteria are classified to 2 

types such as performance incentives and outcome. 

This model tries to join organizational strategies by determining the critical success factors and 

strategic indicators and establish a link between them. The Balanced Scorecard Model has a 

conceptual framework that transforms organization's overall strategy goals to quantifiable 

measures and establishes a balanced distribution within organization’s vital fields. In other 

words, according to this model for evaluating the performance of any organization should be 

focused on the main areas which include areas of finance, customers and clients, internal 

processes of the organization and learning and growth. 

In the way of balancing of points, an organization survey its current performance, such as 

financial performance, clients satisfaction and results of operational processes and the impact of 

these factors in promotion of processes such as training and staff motivating and improving the 

information system and considers its ability for learning and improvement. 

Figure 1. Milestones and evolution of performance measurement systems (Asgharizadeh, 

Momeni and Ghasemi , 2010) 
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Literature 

Several studies are done on different dimensions and components involved in organizational 

justice and in relationship with its performance. The research conducted by the flange and Scott 

investigated the relationship between procedural justice, interactional justice, and task 

performance with the mediating role of motivation. The population is made up of 167 males and 

110 females. The study consisted of four hypotheses that are: 

 Procedural justice is positively associated with performance. 

 Interactional justice is positively associated with performance. 

 Procedural justice is positively associated with motivation. 

 Interactional justice is positively associated with motivation. 

That after analysis, it was concluded that procedural and interactional justice independently 

influence the motivation. The procedural justice and interactional justice also are positively 

related to job performance. 

 

Recognizing the justice from performance appraisal 

The purpose of this study that was performed by Thurston and McNall is to recognize 

employer’s justice of performance appraisal that it can be a practical tool for the development 

and motivation of staff. In this paper, the three dimensions of justice (distributive, procedural, 

interactional) are used. After data analysis through correlation coefficient, average, standard 

deviation and Cranach’s alpha, was concluded that justice and performance evaluation are 

widely related with each other. Several studies have tried to assess organizational justice in the 

country. 

Ahmadi (2010) examined the relationship between organizational justice and performance of 

managers of secondary schools of Garmsar City in the 2010-11 school year. The results show 

that in all dimensions of organizational justice (distributive, interactional, procedural) with 

managers’ performance there is a positive meaningful relationship with 95% confidence 

coefficient. 

There is a significant positive relationship and the correlation coefficient between organizational 

justice and managers' performance is 2601.2 which indicates a good correlation between the two 

radar variables. This study examines the role of organizational justice to foster organizational 

citizenship behavior and a balancer factor as normal organizational personality or in other words, 

organizational health in this relation are discussed and examined. 

After statistical tests and the results of hypothesis testing and adverse results of data analysis 

suggests that with 95% confidence level there is a positive relationship between organizational 

justice and organizational citizenship behavior. 

The study conducted by M. Fazeli, investigated and studied the relationship between 

organizational justice, employee trust, and organizational civilized behavior in state agencies in 

Ilam Province. The research have addressed organizational justice in distributive, procedural and 

interactional aspects and trust in the perspective of confidence of employees to managers and 

organizations. 

After testing the model and hypothesis analysis, using structural equations model and the 

relationship between organizational justice, trust and organizational civilized behavior was 

accepted in  

 The Government accepted in state agencies in Ilam Province. 
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In a research conducted by Imani (2010) c in Islamic Azad University, Marvdasht, investigating 

the relationship between organizational justice and organizational commitment and job 

satisfaction among teachers of exceptional children educational centers in the city of Bandar 

Abbas which with 90 % confidence between organizational justice, organizational commitment 

and job satisfaction there is positive and significant relationship.  A study by Goodarzi (2011) 

investigated the relationship between services compensation motivation methods and 

performance of employees of IRIB at Lorestan Center. 

Results showed that there is no relationship between methods of financial compensation and 

employees function. But there is a relationship between motivational factors and performance. 

The research done by the Tanzifi investigated effect of teamwork and participative management 

on the performance of employees of state agencies in Borujerd city. After statistical tests and 

results obtained from hypothesis testing and data analysis they suggest that between teamwork 

style and participative management there is no correlation on employee performance. 

The main objective of the research is conducted by Eivazi Miandasht was investigating the 

impact of organizational atmosphere on employee performance at the branches of the Bank Melli 

of Gilan. After data analysis it is concluded that there is a significant differences between the 

different dimensions of organizational climate and employee performance and this suggests the 

importance of impact of an organization in terms of climate on the performance of an 

organization’s employees. According to studies conducted in the field of organizational 

justice, most researchers believe that organizational justice consists of different types of 

distributive, procedural and interactional justice. To evaluate the performance the balanced 

scorecard dimensions are applied. This conceptual model is shown in Figure 2.  

 

 

Figure 2. The analytical model of research 

 

The main objective of the study was to examine the relationship between organizational justice 

and performance of Tose'e Ta'avon Bank of Hamedan Province. Thus, the research hypotheses 

are: 

 

1. There is a relationship between organizational justice and performance of the branches. 

1-1 There is a relationship between distributive justice and performance of the branches 

1-2 There is a relationship between procedural justice and performance of the branches 

1-3 There is a relationship between interactional justice and performance of the branches 

 

Justice 

 سازمانی
Branches’ function 

Growth and learning  

Clients 

Financial 

Internal 
processes 

Interactional 

Procedural 

Distributive 
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Methods 

The overall aim of the present study is and descriptive-correlation in method namely based on 

data collected from the Tose'e Ta'avon Bank of Hamedan Province and verify the hypotheses of 

the study, the results will be generalized to the entire population of desired society. The purpose 

of this study is to determine the relationship between research’s variables. The population society 

is all bank staff of Tose'e Ta'avon Bank of Hamedan Province. The population in this study 

included 75 subjects. Because the small size of the population, sample size of the 75 people 

taken into account to results of analysis be well-founded. In this research through librarian 

method, including articles, books, internet, magazines, required materials were collected and 

these data were used to develop the literature and field method (questionnaire) was used to test 

the research hypothesis. Two types of questionnaires were used to measure the variables that one 

for the measurement of organizational justice and another for performance measures of branches 

are taken and each questionnaire consisted of two parts: general and specific questions 

that gender, education, age and experience formed public questions. 

The second part of the questionnaire is related to the specific questions as the questionnaire of 

organizational justice was formed of 20 questions that measures distributive justice dimensions, 

procedural justice and interactional justice and similarly, the second part of the questionnaire, the 

branches performance has also formed from 20 questions that assessed financial, customer, 

internal processes, learning and growth. It should be mentioned to measure organizational Justice 

Moorman Niehoff questionnaire is used. 

Cronbach's alpha internal reliability was 78 % for the questions of distributive justice, procedural 

justice questions 85% and 91 % for the questions related to interactional justice. 

The Cronbach's alpha for the whole questionnaire was approximately 93 % percent. Also 20 

questions related the performance of branches which assessed financial, customer, internal 

processes, learning and development. For the preparation branches performance questionnaire 

various internet sites and theses with related subject, were investigated that a number of 

questions were selected and given the subject, were exposed to edit and modify. As described for 

the measurement of organizational justice Moorman Niehoff questionnaire was used although 

the questionnaire was standard, yet to increase the reliability, validity, and validity were 

evaluated. In table 3-2 questions in the questionnaire are listed separately. 

 

Table 1. The variables and Cronbach's alpha 

 

variables dimensions questions 

Component’s 

Alpha  

 

Overall 

Alpha 

Organizational 

justice 

Distributive Justice 1-5 0.7833 

0.93336 Procedural justice 6-11 0.8453 

Interactional justice 12-20 0.9148 

Branches’ 

performance 

Financial aspect 21-25-29-33-37 0.6768 

0.886 

Client aspect 22-26-30-34-38 0.6820 

Internal process aspect 23-27-31-35-39 0.7345 

Growth and learning 

aspect 
24-28-32-36-40 0.7056 
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To determine the reliability and validity of the questionnaire in this study content method is 

used to determine the validity studying relevant references the basic layout of the questionnaire 

was prepared and examined. 

In this study, to assess the reliability, after collecting data using SPSS software, Cronbach's alpha 

reliability coefficient was calculated. Generally poor reliability alpha is less than 0.60, 0.60 to 

0.80 is accepted and higher than 0.80 indicates high reliability. It is obvious that the closer to 1 

the better. As mentioned, after data collection, in the study collected data entered to SPSS 

software, and Cranach’s alpha coefficients for questionnaires of organizational justice 

questionnaire was 93 %, and 88 % for organizational performance. 

That this indicates that the questionnaire is reliable enough. Kolmogorov - Smirnov one-sample 

test results (k-s) is presented. Given that a significant amount of organizational performance and 

organizational justice variables, is obtained more than 0.50, thus confirming the assumption of 

normality of the data (the null hypothesis is not rejected). It shows the distribution of all 

variables in the analysis was normal and the Pearson correlation coefficient is used to analyze 

hypotheses. 

 

The research’s hypothesis testing 

The main hypothesis 

There is a relation between organizational justice and organizational performance in the Tose'e 

Ta'avon Bank of Hamedan Province. 

The statistical assumptions of main hypothesis: 

Null hypothesis (H0): there in no relation between organizational justice and organizational 

performance in the Tose'e Ta'avon Bank of Hamedan Province. 

One hypothesis (H1): there in a relation between organizational justice and organizational 

performance in the Tose'e Ta'avon Bank of Hamedan Province. 

 

                                   Table 3 summary of the results of the original hypothesis 

 

evaluated variables  

 

The 

correlation 

coefficient 

r P value α Test result 

Organizational Justice 
Pearson 

 
0.393 0.005 0.01 

Confirming 

hypothesis 

One 
Organizational 

performance 

 

In Table 3, since r = 0.393, p = 0.005 and α = 0.01 and p <α, therefore, the null hypothesis is 

rejected and hypothesis one is confirmed. So with 99 % confidence there is a relation between 

organizational justice and organizational performance in Tose'e Ta'avon Bank of Hamedan 

Province. Also, the correlation coefficient r = 0.393 is obtained, which shows the relationship in 

terms of correlation is positive correlation and in terms of correlation intensity is weak. 

 

Sub- hypotheses 

http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869
http://maysaco.ir/en/?p=5869


International Journal of Advanced Scientific and Technical Research      Issue 5 volume 6, September-October 2015  

Available online on   http://www.rspublication.com/ijst/index.html                                                     ISSN 2249-9954 

 

RSPUBLICATION, rspublicationhouse@gmail.com  Page 11 
 

1. There is a relation between distributive justice and organizational performance in Tose'e 

Ta'avon Bank of Hamedan Province. 

 

The first sub-hypothesis of statistical assumptions: 

Null hypothesis (H0): there is no relation between distributive justice and organizational 

performance in Tose'e Ta'avon Bank of Hamedan Province. 

Hypothesis one (H1): there is a relation between distributive justice and organizational 

performance in Tose'e Ta'avon Bank of Hamedan Province. 

 

Table 4 summary of the results of the first sub-hypothesis 

evaluated variables  

 

The 

correlation 

coefficient 

r P value α Test result 

Organizational Justice 

Pearson 0.414 0.000 0.01 

Confirming 

hypothesis 

One 
Organizational 

performance 

 

In Table 4-20, since r = 0.414, p = 0.000 and α = 0.01 and p <α, therefore, the null hypothesis is 

rejected and hypothesis one is confirmed. So with 99 % confidence there is a relation between 

distributive justice and organizational performance in Tose'e Ta'avon Bank of Hamedan 

Province. Also, the correlation coefficient r = 0.414 is obtained, which shows the relationship in 

terms of correlation is positive correlation and in terms of correlation intensity is median. 

 

2. There is a relation between procedural justice and organizational performance in Tose'e 

Ta'avon Bank of Hamedan Province. 

The second sub-hypothesis of statistical assumptions: 

Null hypothesis (H0): there is no relation between procedural justice and organizational 

performance in Tose'e Ta'avon Bank of Hamedan Province. 

Hypothesis one (H1): there is a relation between procedural justice and organizational 

performance in Tose'e Ta'avon Bank of Hamedan Province. 

 

Table: summary of the results of the second sub-hypothesis 

evaluated variables  

 

The 

correlation 

coefficient 

r P value α Test result 

Organizational Justice 

Pearson 0.368 0.008 0.01 

Confirming 

hypothesis 

One 
Organizational 

performance 

 

In Table 4-21, since r = 0.368, p = 0.008 and α = 0.01 and p <α, therefore, the null hypothesis is 

rejected and hypothesis one is confirmed. So with 99 % confidence there is a relation between 

procedural justice and organizational performance in Tose'e Ta'avon Bank of Hamedan Province. 
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Also, the correlation coefficient r = 0.368 is obtained, which shows the relationship in terms of 

correlation is positive correlation and in terms of correlation intensity is weak. 

 

 

3.  There is a relation between interactional justice and organizational performance in 

Tose'e Ta'avon Bank of Hamedan Province. 

The third sub-hypothesis of statistical assumptions: 

Null hypothesis (H0): there is no relation between interactional justice and organizational 

performance in Tose'e Ta'avon Bank of Hamedan Province. 

Hypothesis one (H1): there is a relation between interactional justice and organizational 

performance in Tose'e Ta'avon Bank of Hamedan Province. 

 

                                  Summary results of the third sub-hypothesis 

evaluated variables  

 

The 

correlation 

coefficient 

r P value α Test result 

Organizational Justice 

Pearson 0.277 0.051 0.05 

hypothesis 

One not 

Confirmed 
Organizational 

performance 

In Table 4-22, since r = 0.227, p = 0.0051 and α = 0.05 and p>α, therefore, the null hypothesis is 

not rejected and hypothesis one is rejected. So there is no relation between interactional justice 

and organizational performance in Tose'e Ta'avon Bank of Hamedan Province.  

 

4.3 Summary and Conclusions 

As noted in the preceding pages, the average of organizational performance and its dimensions 

(financial perspective, customer perspective, internal process perspective and learning and 

growth perspective), and the average of organizational justice and its components (distributive 

justice, procedural justice and interactional justice) obtained in moderate rate. In other words, 

from the perspective of employees Tose'e Ta'avon Bank of Hamedan Province, partly 

organizational performance and organizational justice has been the dominant in these branches. 

Also, by investigating the hypotheses of the research it was clear that the organizational justice 

and its components (distributive justice and procedural justice) and organizational performance 

in branches of Tose'e Ta'avon Bank of Hamedan Province a significant relationship is existed. 

But between interactional justice and organizational performance in in branches of Tose'e 

Ta'avon Bank of Hamedan Province no relation was found. 

Hence, the performance of branches of Tose'e Ta'avon Bank of Hamedan Province is influenced 

by organizational justice, especially distributive justice and procedural justice. In other words, 

what affect the performance of that branches is the result of ruling of distributive justice and 

procedural justice. 

To examine the data normality, Kolmogrov and Smirnov test was used. This test confirmed that 

all studied dimensions (total dimensions) and data for which they were collected through a 

questionnaire are normally distributed, so we can use tests related with positional and distance 

data. 

To determine the relationship between the independent and dependent variables of this 

hypothesis, since the data were collected as ordinal and Likert the Spearman’s test and 
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considering the normality of the data obtained (according to Kolmogrov test) Pearson 's test was 

also used more carefully . 

According to the results of the integration of Pearson and Spearman tests between distributive 

and procedural justice and performance there is a significant correlation and this indicates that 

distributive and procedural justice associated with performance and change options and factors 

of these two types of justice, employee’s performance and ultimately affects the performance of 

the branches. While no significant correlation was seen between interactional justice and 

performance and interactional justice has no affiliation with performance and the change in 

options and interactional justice factors don’t affect performance. 

 

Sub- Hypothesis 1: There is a relationship between distributive justice and the branches’ 

performance. 

According to the results of Spearman and Pearson correlation tests, it can be said that between 

distributive justice and employee’s performance and branches of Tose'e Ta'avon Bank of 

Hamedan Province with determined indicators there is a correlation and they influence each 

other. 

 

Sub- Hypothesis 2: There is a relationship between procedural justice and performance of 

branches. 

According to Spearman and Pearson correlation coefficient test and matching the two test, 

between procedural justice and performance of our subsidiaries there is a significant correlation 

and this indicated that the procedural justice is associated with the performance of branches and 

change in options and parameters of procedural fairness, affects the performance of employees. 

Sub- Hypothesis 3: There is a relationship between interactional justice and performance 

of subsidiaries. 

 

According to Spearman and Pearson correlation coefficient tests we can say that between 

interactional justice and performance of branches of Tose'e Ta'avon Bank of Hamedan Province, 

there was a significant correlation and they have no effect on each other 

 

Recommendations based on finding 

1-Based on the data obtained and processing them in connection with distributive justice as was 

seen in Chapter I, this justice is existent in this case. And to establish the relationship between 

distributive justices beyond previous it is recommended to notice relationship of experiences 

with reward, reward relationship with education, jobs associated with reward and stress with 

regard to reward. 

2. Based on the information obtained from the studied population, procedural justice more than 

any other component of justice is existent in the studied community thus, it is suggested that the 

importance of the use of information in decision-making and appeals of decisions, ways to create 

standards, use stakeholders in decisions, transparency in decision making, showing the reaction 

in relation to decisions in each domain (provider of the feedback ) more applied to increase 

procedural justice in the organization. 

3. Based on the data obtained from the population, and interactional justice applied (low) in the 

relevant organization is recommended for executives and officials to consider: business 

decisions, respect, kind behavior, sufficient justification, a right to question the staff, honesty, no 
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discrimination between employees and consideration their attitudes to provide more interactional 

justice . 

4. Because of organizational justice and branch performance is moderate and is in accordance 

with previous research a correlation between these two is confirmed thus, it is suggested that in 

order to promote organizational justice in a variety of behavioral parameters, motivation, 

commitment and performance improvement aspects a précised scheduling and allocation of 

financial resources to be done. 

5. According to that the research hypotheses were confirmed directors are recommended to apply 

appropriate and fair policies and also organizational support to staff satisfaction apply over the 

efforts to improve the performance of their branches. 

 

Suggestions for future researchers 

It is suggested that this research is conducted in other institutions and organizations and the 

results of it compared with present study. It is suggested that the relationship between 

organizational justice and its impact on the ethical behavior of employees is evaluated. Also it is 

suggested that the impact of justice on employee training, compensation systems, discipline 

systems of employees be reviewed. Recommended that the research addresses women 

community in the organization. 

 

Limitations of the study 

In research, researchers are always faced with various obstacles, in this study the researcher 

faced with different constraints that the most important of them are: 

 

— Opposition of some senior managers to the subject 

— Lack of cooperation of the Administrative Office in the consent of presenting staff 

information  

— Lack of cooperation in the financial sector to provide relevant financial information 

— Refusal of some staff to complete and send the questionnaire. 

— Lack of official information by some workers for fear of disclosing their responses  

— To collect data the questionnaire was used to collect information and that’s why the 

questionnaires completed by staff, there was a possibility that employees evaluate their 

own performance as unreal. 

— The method of measurement is quantative and is not relevant for the intangible and 

complex issues. 

—  The population society was relatively small and small population reduces the of credit 

research. 
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