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Introduction 

Issues of justice or fairness are a key concern to all 

individuals virtually. In work settings, people often gauge 

whether the rewards they receive match their contributions to 

the organization or the rewards received by their colleagues. 

People also judge the fairness of the decision-making 

procedures used by organizational representatives, to see 

whether those procedures are consistent, unbiased, accurate, 

correctable, and representative of worker concerns and 

opinions. Finally, people consider the interpersonal treatment 

they receive as procedures are implemented by authority 

figures (Judge & Colquitt, 2004). 

As firms struggle to apply their human resources more 

effectively in gaining their competitive advantage, the 

employee-organization relationship always become the main 

topic of interest for organizational researchers. The levels of 

organizational justice present in management decisions about 

employees is directly related to the quality of resulting social 

exchange relationship between the individual and their 

employing organizations as well as between employees and 

organization agents (Tekleab et al, 2005).  

Social exchange theory is an important economic model 

of human behavior; employees‟ needs to maximize rewards 

and minimize losses support the interactions between them 

and the organization or its managers/supervisor. There have 

been a lot of studies about the link between justice 

perceptions to a variety of organizational outcomes, including 

job satisfaction, organizational commitment, organizational 

citizenship behaviors, and trust. Organizational justice has the 

potential to create powerful benefits for organizations and 

employees alike include greater trust and commitment. 

Commitment has been conceptualized and measured in 

various ways like many constructs in organizational 

psychology. If employees perceive that they are being treated 

fairly by their supervisors/ managers, they will be more likely 

to reciprocate by holding positive attitudes about their work, 

their work outcomes and their supervisors/ managers.  

People were more satisfied to their organization when 

felt they were rewarded fairly for the work that they have 

done by making sure rewards were for genuine contributions 

to the organization and consistent with the reward policies. 

The reward included a variety of benefits and perquisites 

other than monetary gains. People with higher job satisfaction 

was important as they believed that the organization would be 

tremendous future in the long run and care about their work 

quality; hence they were more committed to their 

organization, have higher retention rates and tend to have 

higher productivity (Fatt, Khin & Heng, 2010). 

As Melli bank is one of the most powerful banks in Iran, 

attending to employees‟ skills, experience, empowerment, 

expertise and totally their competencies is absolutely vital for 

the organization. Therefore identifying affecting factors on 

improving human capita can help the managers to get more 

success. The managers believe that justice and fairness in all 

dimension can improve human capital and lead the 

organizational to get the determine goals and objectives. 

therefore, the current study tries to look at the influence of 

organizational justice towards the development of human 

capital among Melli Bank.  

Conceptual framework  

The first focus on organizational justice was based upon 

the equity theory, which holds that workers bring inputs to an 

organization, such as education, effort, experience, 

willingness, etc. So for the mentioned inputs, employees 

expect their supervisors/ managers fair outcomes, such as 

pay, treatment, promotions, special awards, organizational 

recognition, honest feedback, and fair and accurate 

performance evaluations (Lambert, 2003).  

Organizational justice examines the role of fairness, and 

particularly perceptions of fairness, in the workplace. Early 

researchers were interested in fairness in a variety of social 
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interactions and didn‟t focus on organizations specifically. 

However, the possible implications of fairness perceptions for 

organizations became clear, and a considerable amount of 

research has focused on the organizational setting, leading to 

the label of organizational justice for this line of research. 

The topic continues to be important because research has 

provided evidence of connections between organizational 

justice perceptions with job performance and job satisfaction, 

organizational commitment (Mahony et al, 2009).  

Justice can be defined as one of the goals which was 

considered by human beings in ethical, political and social 

dimensions over the years. Justice is among the most 

important conceptions which is explained in political and 

social subjects. No social organization will exist without 

justice. Certainly, justice causes integrity and organizational 

justices makes individuals be together in order to work more 

effectively. Justice is the center of attention of all humanistic 

affairs, because people are sensitive to how it is behaved 

towards justice, deeply. In management, observing and 

making justice is one of the most important tasks of each 

manager and each human in every condition. Justice is among 

the most valuable criteria of social life. It is also basis of all 

suitable behaviors. When justice exists, all the works are done 

correctly, but people have to get their rights illegally if the 

justice doesn‟t exist (Goudarzvan Chegini, 2009).  

Researches on organizational justice explain that 

utilizing justice and fairly decision making will affect on 

employees‟ attitude and behaviors drastically (Colquitt & 

Greenberg, 2003; Greenberg & Baron, 2003).  

Organizational justice can be defined in terms of three 

distinct dimensions: distributive justice, procedural justice 

and interactional justice (Adams, 1965; Leventhal, 1976). The 

mentioned dimensions are explained at below:    

Distributive justice is concerned with the reality that not 

all people are treated alike; the allocation of outcome is 

almost differentiated in workplace. Employees may 

rationalize their desires to quit by finding „evidence‟ that 

illustrates how unfairly rewards are distributed. Distributive 

justice seems to play an important role for people in 

evaluating their employing organization. Employee would be 

more attached to their organization if they can‟t obtain the 

same benefits in another one. It is generally agreed that 

continuance commitment develops when an employee makes 

investments, that would be lost if he or she were to 

discontinue the activity (Jamaludin, 2008). 

Procedural justice is leaders and managers‟ fairness in 

decision making process (Leventhal, 1980; Thibaut & 

Walker, 1975). It refers to the perceived fairness of the means 

applied to determine the amount of benefits. Fair processes 

lead to intellectual and emotional recognition, so in turn, 

creates the commitment and trust that make voluntary 

cooperation in strategy execution. Procedural justice 

perspective focuses on the fairness of the evaluation 

procedures applied to determine ratings. Employees can 

expand a sense of obligation to their organizations for some 

reasons other than socialization, including the receipt of 

benefits which invoke a need for reciprocity (Jamaludin, 

2008). 

Interactional justice is the third dimension of 

organizational justice which focuses on individuals‟ 

perceptions of the quality of interpersonal treatment received 

during the enactment of organizational procedures (Jawahar, 

2002). Justice research began to focus on interactional justice 

which focuses on the fairness of the interpersonal treatment 

the individual receives from the decision makers (Ambrose et 

al, 2002). An employee is interactionally just if he or she 

shares information appropriately and avoids cruel remarks 

and since interactional justice emphasizes one-on-one 

transactions, employees often seek it from their managers and 

supervisors (Cropanzano et al, 2007).  

From the other side, Human capital is the basic 

component for the intellectual capital process which acts as a 

driving force for the other two components of the intellectual 

capital (Li and Chang, 2010). Kavida and Sivakoumar (2009) 

view human capital as a summation of employees‟ skills, 

capabilities, experience, education and attitude about life and 

business. 

  Cabrita and Bontis (2008) consider human capital as the 

summation of the individual‟s education, skills, values and 

experiences, these elements cannot be permanently housed in 

an organization. According to Roos and Roos (1997) 

employees generate intellectual capital through their 

competence, attitude and their intellectual agility. Intellectual 

agility enables an employee to change practice and to have 

innovative solutions to the problems.  

In numerous studies, human capital is considered a 

critical factor for organizational performance (Colombo and 

Grilli, 2005). The relevant characteristics of human capital 

are education, experience and knowledge, allowing access to 

a broader range of opportunities (Davidsson and Honig, 

2003). A higher level of education is positively related to 

performance. Work experience, management experience and 

prior entrepreneurial experience are related to firm activity 

(Dimov and Shepherd, 2005). Hatch and Zweig (2000) 

consider that there is no clear pattern of cognitive orientation 

and behavior that ensures business success. The years of 

previous work experience have no significant impact on 

growth (Bruderl and Preisendorfer, 2000). However, previous 

management experience and entrepreneurial experience 

positively influence the economic performance of new firms. 

Human capital theory considers that knowledge brings greater 

cognitive skills to individuals, thus impelling their 

productivity and efficiency potential to develop activities 

(Felicio et al, 2014).  

Chen et al (2004) believes that human capital has 3 main 

dimensions in include employees‟ “competencies”, 

“creativity and innovation” and “attitude”. The sub criteria of 

human capital have been presented in table 1:  

Table 1. Human capital indices (Chen et al, 2004) 
Employees‟ 

competency 

Management strategic leadership, employees‟ 

characteristics, employees learning ability, 

employees‟ learning efficiency, employees‟ 

abilities to associate in decision makings, 

employees abilities for management, employees‟ 

skills and expertise, learning technical employees 

Employees‟ 

creativity 

Employees‟ creativity ability, creative thinking 

income, employees‟ innovation  

Employees‟ 

attitude 

Acquiring identity from organization‟s values, 

employees satisfaction, leaving rate, useful 

working lives‟ average 

Employee perception of fairness of the organization‟s 

actions translates into various favorable employee outcomes 

and predicts a number of attitude and behavior at work 

(Irving et al., 2005). On the other hand, human capital arises 

from evaluation of several features of job such as the pay, the 

promotion opportunities, the supervisors and the co-worker 

(Ivancevich and Matteson, 2005). We believe that varying 

degrees of fairness can have differing outcomes for individual 

employees (e.g. Skarlicki and Folger, 2003). Moreover, 

justice is a critical component in the study of organizations 

and is found to impact several other outcomes, either directly 



Nahid Mohammadi / Elixir Org. Behaviour 161(2021) 55845-55850 55847 

or through mediating variables (Irving et al., 2005; Rego et al, 

2009). We argue that the OJ as a discipline is the most 

researched area of knowledge and the past studies suggest OJ 

as consistent and strong predictor of human capital (Colquitt 

et al., 2001). At the same time, Colquitt et al. (2001) in a 

meta-analytic study observed that employees‟ favorable 

perception about OJ results in improved human capital. 

Furthermore, DeConinck and Stilwell (2004) in a study found 

procedural justice to directly influence human capital whereas 

distributive justice was strong predictors of pay 

competencies. Therefore, we posit that the favorable 

perceptions of justice at workplace to positively influence 

human capital (Singh and Singh, 2018) as the various forms 

of organizational justice have been found to enhance different 

facets of human capital (Irving et al., 2005; Ouyang et al., 

2015).  

Conceptual framework and hypotheses  

The chart below shows the influence of organizational 

justice on human capital development. In this model, 

organizational justice and its dimensions (distributive justice, 

procedural justice and interactional justice) are considered as 

independent variable and human capital development is 

dependent variables.  
 

Figure 1. Conceptual framework of research 

1.Organizational justice has positive and meaningful 

influence on human capital development.  

1.1. Distributive justice has positive and meaningful influence 

on human capital development.  

1.2. Procedural justice has positive and meaningful influence 

on human capital development.  

1.3. Organizational justice has positive and meaningful 

influence on human capital development.  

Methodology  

Samples for this research were chosen from managers in 

different levels: 2883 employees of central bureaus of Melli 

Bank in Iran and whereas this number seems to be very much, 

the sampling strategy was done through simple random 

sampling method.  

 
So the statistical sampling includes 340 people.  

The present paper is considered as a descriptive survey if 

to view from data gathering aspect and as an applied research 

if to investigate the goals of the research. For gathering the 

data library method (to refer to books, articles, libraries, 

etc...) and fieldworks (questionnaire) were applied. Two 

questionnaires were designed: 37 questions for organizational 

justice and 15 ones for human capital development and then 

distributed within the samples. For analyzing the data SPSS 

19 and LISREL 8.53 were utilized. The management experts 

were being asked to evaluate the validity of questionnaires. 

For this mean, the questionnaires were given to some 

professors and experts in management, and after their 

modifications were being used and they confirmed it, the 

questionnaires were given to the participants. For assessing 

questionnaire validity we asked for experts‟ opinions and to 

determine the questionnaires' reliability, the 'Cronbach Alpha 

technique' was used. For this purpose, 35 people were chosen 

by random from the samples and the questionnaires were 

given to them. The 'Cronbach Alpha' values for 

organizational justice and human capital strategies were 

calculated 0.739 and 0.718. As the reliability results 

calculated more than reasonable threshold (0.7), reliability of 

questionnaires was confirmed.  

Fuzzy TOPSIS technique  

Decision making process steps by fuzzy TOPSIS technique 

are shown below (Hwang and Yoon, 1981): 

Step 1: calculating weights vector w~j 

ij m n
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Step 2: so normalized weighted matrix is calculated as 

formula 4:  
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Step 3: determining the fuzzy positive ideal solution 
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Step 5: Calculating the relative closeness to the ideal 

solution:  
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Data analyzing  

Kolmogorov-Smirnov test 

This test was applied to survey normality of statistical 

society. The results are shown in tables 2:  

Table 2. The results of applying Kolmogorov-Smirnov test 
Variables Sig Results 

Organizational justice 0.089 Abnormal 

Human capital 0.097 Abnormal 

Table 2 shows that the sig amount for both variables are 

less than standard error (0.05), so normality of statistical 

society was rejected.  

Bartlett test  

To survey adequacy of statistical sample, Bartlett test was 

applied:  

Table 3. The results of applying Bartlett test 
Chi Square statistic d.f Sig  KMO statistic 

375.833 121 0.000 0.781 

As table 3 illustrated statistical sample is adequate for 

statistical analysis. Therefore, the conditions to utilized 

structural equation model were supported.  

To measure the influence of organizational justice on 

human capital, structural equation model in LISREL software 

environment was utilized:  

 

Figure 2. Measuring model in standard approximation. 
 

Figure 3. Measuring model in Significance coefficients 

It can be claimed that organizational justice affects 

significantly and positively on human capital development.  

Fuzzy TOPSIS technique  

To rank human capital sub criteria fuzzy TOPSIS 

technique was utilized. Linguistic variables for the important 

weight of each criterion are shown in table 4:  

Table 4. Linguistic variables for the importance weight 

(Chen, 2000) 
Very Low VL (0, 0, 1, 2) 

Low L (1, 2, 2, 3) 

Medium Low ML (2, 3, 4, 5) 

Medium M (4, 5, 5, 6) 

Medium High MH (5, 6, 7, 8) 

High H (7, 8, 8, 9) 

Very High VH (8, 9, 10, 10) 

Decision matrix and fuzzy weights are shown in table 5: 

Table 5.Decision matrix and fuzzy weights 
Indices 8 9 10 10 7 8 8 9 5 6 7 8 

Employees‟ 

competency 

Employees‟ 

creativity 

Employees‟ attitude 

P1 7 8 8 9 2 3 4 5 1 2 2 3 

P2 8 9 10 10 5 6 7 8 2 3 4 5 

P3 8 9 10 10 2 3 4 5 5 6 7 8 

P4 7 8 8 9 7 8 8 9 4 5 5 6 

P5 8 9 10 10 7 8 8 9 7 8 8 9 

P6 4 5 5 6 7 8 8 9 5 6 7 8 

P7 8 9 10 10 8 9 10 10 7 8 8 9 

P8 4 5 5 6 4 5 5 6 7 8 8 9 

P9 5 6 7 8 7 8 8 9 5 6 7 8 

P10 8 9 10 10 1 2 2 3 2 3 4 5 

P11 8 9 10 10 7 8 8 9 2 3 4 5 

P12 1 2 2 3 1 2 2 3 5 6 7 8 

P13 2 3 4 5 4 5 5 6 4 5 5 6 

P14 7 8 8 9 7 8 8 9 8 9 10 10 

P15 7 8 8 9 8 9 10 10 4 5 5 6 

Fuzzy weighed normalized matrix is also shown in table 6: 

Table 6. Fuzzy weighed normalized matrix 
indices Employees‟ competency Employees‟ creativity Employees‟ attitude 

P1 0.56 0.72 0.8 0.9 0.14 0.24 0.32 0.45 0.05 0.12 0.14 0.24 

P2 0.64 0.81 1 1 0.35 0.48 0.56 0.72 0.1 0.18 0.28 0.4 

P3 0.64 0.81 1 1 0.14 0.24 0.32 0.45 0.25 0.36 0.49 0.64 

P4 0.56 0.72 0.8 0.9 0.49 0.64 0.64 0.81 0.2 0.3 0.35 0.48 

P5 0.64 0.81 1 1 0.49 0.64 0.64 0.81 0.35 0.48 0.56 0.72 

P6 0.32 0.45 0.5 0.6 0.49 0.64 0.64 0.81 0.25 0.36 0.49 0.64 

P7 0.64 0.81 1 1 0.56 0.72 0.8 0.9 0.35 0.48 0.56 0.72 

P8 0.32 0.45 0.5 0.6 0.28 0.4 0.4 0.54 0.35 0.48 0.56 0.72 

P9 0.4 0.54 0.7 0.8 0.49 0.64 0.64 0.81 0.25 0.36 0.49 0.64 

P10 0.64 0.81 1 1 0.07 0.16 0.16 0.27 0.1 0.18 0.28 0.4 

P11 0.64 0.81 1 1 0.49 0.64 0.64 0.81 0.1 0.18 0.28 0.4 

P12 0.08 0.18 0.2 0.3 0.07 0.16 0.16 0.27 0.25 0.36 0.49 0.64 

P13 0.16 0.27 0.4 0.5 0.28 0.4 0.4 0.54 0.2 0.3 0.35 0.48 

P14 0.56 0.72 0.8 0.9 0.49 0.64 0.64 0.81 0.4 0.54 0.7 0.8 

P15 0.56 0.72 0.8 0.9 0.56 0.72 0.8 0.9 0.2 0.3 0.35 0.48 

Table 7.Positive and negative ideal solution, closeness index and final ranks 
Variables Di+ Di- Cci Rank 

Management strategic leadership 1.870372797 1.21776431 0.394336219 13 

Employees‟ characteristics 1.462922695 1.68467541 0.535225703 8 

Employees learning ability 1.508486443 1.64327651 0.521383281 9 

Employees‟ learning efficiency 1.331425107 1.757635936 0.568987117 6 

Employees‟ abilities to associate in decision makings 1.06730376 2.074588982 0.66029911 2 

Employees abilities for management 1.498070772 1.591866721 0.515177645 10 

Employees‟ skills and expertise 0.978403161 2.175037088 0.689734676 1 

learning technical employees 1.635190368 1.437848779 0.467891462 11 

Employees‟ creativity ability 1.374914583 1.742423092 0.558945893 7 

Creative thinking income 1.809779657 1.319992699 0.421753581 12 

Employees‟ innovation 1.344401895 1.795276248 0.571802639 5 

Acquiring identity from organization‟s values 2.235241234 0.843757533 0.274036333 15 

Employees satisfaction 1.956951563 1.119332156 0.363858557 14 

Leaving rate 1.075158869 2.0389893 0.654750253 3 

Useful working lives‟ average 1.242524508 1.858084041 0.599264309 4 
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By applying formulas 8, 9 and 10, positive and negative ideal 

solutions, closeness index and final ranks of variables were 

calculated. The results are shown in table 7: 

Table 7 shows that among human capital indices 

“employees‟ skills and expertise“, ”employees‟ abilities to 

associate in decision makings” and “leaving rate” were 

selected as the most important ones.  

Conclusion and Discussion  

The purpose of writing the current paper is to study the 

effect of organizational justice on human capital. The study 

was done in a society includes 340 employees of Melli Bank. 

For gathering data, a question in 2 parts (to measure 

organizational justice and human capital) was designed.  

The results of applying structural equation model in 

indicates that organizational justice and its dimensions affect 

on human capital and its three dimensions. Meanwhile 

“employees‟ skills and expertise” along with “Acquiring 

identity from organization‟s values” were chosen as the most 

important and the least one.  

Attending to the results, managers are advised to:  

 Establishing salary system in terms of employees‟ accurate 

appraisal  

 Utilizing 360 degree performance appraisal  

 Formulating job description for employees in based on 

employees‟ education, skills and expertise  

 Participating employees in related conferences  

 Friendly behavior to employees and attracting their 

confidence to describe their problems  

 Encouraging employees to represent creative approaches  

 Making autonomous work teams to sole organizational 

problems  
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