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Abstract

Introduction

organizational justice refers to the employees' feeling and perception of the level of fairness
and equality in the behaviors and working relationships in an organization. In the last
decade of the 20th century, organizational justice as an important concept in human
resource management was noticed in the field of organizational studies. This concept is
placed next to organizational commitment and employee satisfaction and is an underlying
factor of organizational trust. Justice and its implementation is one of the basic and natural
human needs. Throughout history, its existence has always provided a suitable platform for
the development of human societies. In recent years, the issue of organizational justice has
been investigated in various research and organizations, including the banking network, but
since the results of various research have not summarized the results of existing studies,
therefore, the present research analyzed the results of research regarding organizational
justice related factors. It has dealt with organizational justice in the country's banking
network and understanding the relationships between them.
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Method

The present study is an applied research. The statistical population of the research was made
up of all the research conducted until the end of the spring of 2022 in the field of the study
subject, through the purposeful sampling method of 37 research related to organizational
justice that were indexed in the form of theses on the Irandak website and articles published
in scientific-research journals in that period. They were identified and extracted between
2010 and 2022. The method used in the current research is meta-analysis, and in order to
analyze the data, the second edition of the Comprehensive Meta-Analysis (CMA) software
was used. It should be mentioned that in order to check the homogeneity of the results of
the studies, the Q-test and the I-squared index were used, and in order to check the
publication bias, methods such as Bagg's and Mezomdar's rank correlation, Egger regression
method and funnel plot were used.

Results

In the country's banking network, the relationship between factors at three levels
"individual, social and organizational" with organizational justice has been investigated.
According to the obtained effect size, the results showed that organizational factors are the
strongest correlates of organizational justice, followed by individual and social factors.
Among organizational factors, "organizational well-being" among individual factors,
"employee productivity” and among social factors "social capital” had the strongest
relationship with organizational justice.

Discussion

Various research showed that strengthening employees' perception of organizational justice
is relevant and effective on different aspects of organizational behavior, and efforts to
develop organizational justice will both help to maintain and promote sustainable
productivity and can grow the human resource development indicators of organizations.
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Table 1. Summary of collected information

No  Researcher (Year) Title City/Bank Sample size r

1 Maharaji (2015) Investigating the effect of organizational justice on the Tehran/ 250 0577
performance of bank employees Refah

2 Javadi (2019) Examining the relationship between compliance with Tehran/ 225 0.204
organizational justice and job satisfaction Shahr

3 Karami (2021) Investigating the effect of Islamic human resource Hamedan/ 99 0.636
management on organizational commitment and Mehr

employee performance with regard to the mediating role
of organizational justice

4 Davoudkhani (2019) The effect of support and perceived organizational justice Tehran/ 148 -0.540
on employees' intention to leave the service considering Postbank
the mediating role of employees' passion

5 Sadeghi Nejad (2017) The effect of genealogy on the sense of organizational Tehran/ 275 0.318
justice

Eghtesad novin

6 Abbasi Jokundan (2020) Investigating the effect of dimensions of organizational Tehran/ 201 0570
justice on the knowledge behavior of employees with the
mediating role of organizational support

7 Ghadiri (2018) Examining the relationship between organizational Tehran/ 61 0.210
justice and organizational silence behavior

Sepah

Ghavamin
8 Jafari (2021) The mediating role of person-organization fit and Ghochan/ 86 0.719
person-job fit in the relationship between organizational Saderat
justice and organizational citizenship behavior and
deviant behaviors.
9 Mousavi Zahed (2020) The intervening role of organizational justice in the effect Esfahan/ 260 0.681
of organizational intelligence on improving banking Saderat
performance
10  Mirhandi (2019) Investigating the effect of organizational justice on job Esfahan/ 300 0.429
motlv_atlo_n with emphaﬂs on the mediating role of Tejarat
organizational commitment
11 Namdari (2011) The relationship between organizational justice and Shiraz/ 250 0.204
organizational support with organizational citizenship Mellat
behavior
12 Mohammadi (2020) Examining the effect of organizational justice on job Tehran/ 340 0.580
satisfaction according to the mediating role of Melli
psychological empowerment and organizational
citizenship behavior
13 Salehnia (2014) Investigating the relationship between organizational Azarbaijan gharbi/ 118 0.916
justice and its dimensions and the service compensation Refah
system in employee productivity
14 Ebrahimzadeh etal. (2020)  Investigating the relationship between perceived Orumieh/ 188 0.869
organizational justice and personality type with job dolati
satisfaction
15  Ebrahimian and Golkar Studying and explaining the influence model of Yazd/ 536 0.360
(2015) organizational justice on improving customers' Melli
perception of service quality
16 Azar, Farrokh and Janani Investigating the causal relationship between Tehran,Markazi 412 0.352
(2016) organizational justice and customer satisfaction through  and Ghom/ Tejari
the mediating role of social capital
17 Andervazh & Lotfi Ashtiani The Impact of Customers' Perceived Justice on Service ~ Tehran/ Keshavarzi 409 0.276
(2021) Recovery Satisfaction and Post-Purchase Behaviors
18 Damghanian et al. (2015) Investigate the relationship between organization justice ~ Mazandarn/Mellat 292 -0.440

and social loafing
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No  Researcher (Year) Title City/Bank Sample size r
19 Ahmadi, Ismaili and Khazali Presenting the model of structural equations of the Ghvamin 220 0.790
(2016) relationship of lack of organizational silence on
organizational commitment with the mediating role of
organizational justice
20 Azar & Alipour Darvishi Comparison of artificial neural network method with Tejarat/ Mellat and 325 0510
(2011) structural equation method in the design of employees' Keshavarzi
justice perception model
21 Azmaetal. (2016) Investigating the relationship between spiritual leadership Golestan/ 159 0.627
and organizational justice with the quality of work life Maskan
22 ZareNistank et al. (2018) The relationship between ethical leadership and Tehran/ 207 0.616
administrative corruption; The mediating role of Melli
organizational justice
23 Rajabietal. (2013) Examining the relationship between organizational Tehran/ Markazi 188 0.520
justice and administrative health
24 Roudsaz and Sediqi (2017)  The effect of organizational justice on organizational Hashtroud/Dolati 85 0.822
agility with the mediating role of organizational well- and khososi
being
25  Sinaand Sadati (2022) The mediating role of meritocracy in the relationship Mazandaran/ 215 0.548
betwe_zen organizational justice and organizational Tejarat
learning
26 Sadeghiand Omranzadeh ~ Monitoring the role of organizational justice in employee Tabriz/ 162 0.657
(2020) productivity Tejarat
27 Talebi, Alizadeh Sani and The relationship between employees' perceived justice Mazandaran/ 301 0.302
Zamaniyan (2021) and managers' behavioral integrity Keshavarzi
28  Tabatabai Nesab etal. (2013) Designing and explaining the justice-oriented model of Yazd/ 270 0.373
brand loyalty Tejarat
29  Farrokh and Moslmani Examining the effect of organizational justice on Tehran,Ghom and 210 0.462
noushabadi (2017) organizational commitment through the mediating role shiraz/ Tejari
of organizational voice and silence in commercial banks
30  Jorozedar (2015) Investigating the effect of organizational justice on Tehran/ Tejarat 352 0.480
organizational citizenship behavior with the mediating
effect of job commitment
31 Alizadeh (2014) Studying the relationship between employees' deviant Tehran/ Tejarat 266 0.829
behaviors in the workplace with organizational trust and
organizational justice
32 Lozomi (2014) The relationship between organizational justice and the Gilan/ 196 0.640
performance of the employees of Saderat Bank of Gilan Saderat
province with regard to job satisfaction and
comprehensive performance criteria
33 Hidaji (2011) Examining the relationship between the perception of Tehran/ 180 0.283
organizational justice and employee trust Shahr
34 Safari (2011) Examining the relationship between organizational Tehran/ 300 0.347
justice and organizational citizenship behavior Saderat
35  Moeini (2016) Investigating the effect of organizational justice on Tehran/ 288 0.657
employee performance Keshavarzi
36 Mogadassi (2019) Investigating the effect of perceived fairness of Tehran/ 270 0.253
performance evaluation on job satisfaction Melli
37 Mahdavi (2014) Examining the relationship between dimensions of Tehran/ Maskan 373 0.708

organizational justice and human resource performance
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Table 2. Systematic review of conducted studies

Index Item F/P Index Item F/P
Type of research Th?SiS °6.8 Min 61
Article 43.2 sample size Max 536
2010-2014 27 Mean 244

(1389-1393)

— 2015-2018
Year of publication (1394-1397) 35.1 Tehran 48.7
(ig;gigéi) 37.8 Mazandaran 8.1
Method Quantitative / Survey 100 Azarbayejan sharghi 54
Bank refah 54 Azarbayejan gharbi 54
Bank shahr 5.4 Esfahan 54
Bank mehr 2.7 Research location Yazd 5.4
Postbank 2.7 Hamedan 2.7
Eghtesad novin 2.7 Khorasan razavi 2.7
Sepah 8.1 Gilan 2.7
Statistical Saderat 10.8 Fars 2.7
Population Tejarat 135 Golestan 2.7
Mellat 5.4 Alborz 2.7
Melli 13.5 Several provinces 5.4
Keshavarzi 8.1 Questionnaire Researcher made 37.8
Maskan 5.4 Standard 62.2
Markazi 2.7 Theoretical Yes 32.5
Combined 125 literature No 67.5

Total 100 Total 100
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Table 3. Meta-analysis assumptions

Assumption Test / Index Value P-value
. Q test 2884.430 0.001
Heterogeneity I-Squared 98.059 -
Publication bias Begg and Mazumdar rank correlation 0.045 0.620
Egger’s regression -2.625 0.510
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Figure 1. Funnel plot to check Pulication bias
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Table 4. Effect size by factors related to organizational justice

= Statictics for each study Assumptlor? of
g heterogeneity
1S = - -

Variable % E E £ P E

E z z 3z N T %

=g 3 5 = °
Job Performance Random 0771 0581 0.814 7.466 0001 0001
«»  Motivation and enthusiasm Random 0418 0.293 0528 6.122 0001  0.005
% Employee productivity Random 0.826 0.391 0.959 3.026 0002 0001
= Person-job fit Fixed 0.736 0.621 0.820 8579 0001 099
3 Perception of service quality Fixed 0.360 0.284 0432 8.701 0001 0998
2 Quality of work life Random  0.627 0522 0.713 9.198 0001 099
= Job Satisfaction Random 0.492 0.219 0.693 3.345 0001 0001
Brand loyalty Fixed 0.373 0.265 0471 6.404 0001 0990
< £ Social capital Random 0548 0.058 0.825 2.166 0.001 0001
§, E Social loafing Fixed -0.440 -0.528 -0.343 -8.028 0001 0991
Organizational well-being Fixed 0.847 0.774 0.898 11.278 0001 099
Organizational agility Fixed 0.822 0.738 0.881 10.531 0001 0990
Human resources management Random 0.624 0470 0.741 6.466 0.001 0.001
g Person-organization fit Fixed 0.719 0.598 0.808 8.250 0.001 0.992
S Organizational support Random 0.402 -0.006 0.695 1934 0.053 0001
“‘__c" Organizational intelligence Fixed 0.681 0.610 0.741 13.322 0.001 0.981
S Organizational behavior Random 0.530 0.285 0.710 3.895 0001 0001
g Organizational ethical leadership Fixed 0.616 0.524 0.694 10.263 0.001 0.973
S Administrative health Fixed 0.549 0476 0.615 12.165 0.001 0.447
o Meritocracy Random 0.586 -0.001 0.873 1.958 0.050 0.001
Organizational silence Fixed -0417 -0.527 -0.295 -6.191 0.002 0.117
Organizational Commitment Random 0.702 0.407 0.864 3.893 0.001 0.001
Organisational Learning Fixed 0.548 0.447 0.635 8.962 0.001 0.957
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Table 5. Effect size by factors related to organizational justice

= Statictics for each study Assumption of heterogeneity
-é ’: o )
Variale S S E E 5 5
2 2 & 8 N F E
3 bl = 2 o a
£ & 3 5
Total effect of individual factors Random 0463 0420 0504 18376 0.001 0.001
Total effect of social factors Random 0403 0403 0445 7422 0.001 0.001
Total effect of organization factors Random 0549 0514 0581 25220 0.001 0.001
Total effect of factors Random 0471 0442 0515 20334 0.001 0.001
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