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Abstract: Problem statement: Organizational justice and its relationship wittizenship behavior is
one of the basic and important subjects of sucakesfianizations. In this competitive world, making
a sense of organizational justice in staff, incesaBinctional ability and organizational citizenshi
behavior.Approach: This research includes 5 hypotheses which evalilegerelationship between
organizational justice dimensions and organizatiotiizenship behavior. Organizational justice
dimensions consist of: organizational justice,ribistive justice, policy justice, inter individugistice
and informational justice. The present researchhatktis analytical-descriptive and its type is
correlation. The method of collecting data is gioestaire. It is also a field researdResults: The
findings of this research show that all the orgatianal justice dimensions which were qualified by
correlation coefficient test are positively related organizational citizenship behavior. Thus, the
hypotheses were verifie@onclusion: Finally, informational justice mechanisms shoudddbanned in

a way that policies and relations are made justly.

Key words: Organizational justice, organizational citizenshiphavior, distributive justice, policy
justice, inter individual justice, informationalstice

INTRODUCTION basis of all organizational values and principles.

Injustice threatens the organizational permanemzk a
Justice is one of the goals which was consideyed bgrowth which is the inevitable goal of organizatibn

human beings in ethical, political and social disiens life.

over the years. Justice is among the most important Organizational justice was developed by west

conceptions which is explained in political andiabc scholars as one of the social justice dimensions in

subjects. According to Plato, social organization1970s and now is one of the new subjects related to

which is civilization symbol, will not exist withdu
justice. Certainly, justice cause
organizational justices causes individuals be togret
in order to work effectively. Instead, organizatibn
injustice destroys organizational integHty Justice is

integrity andmost outstanding psychologists

organizational studies. Abraham Mazlo is one of the
in the field of
motivation, who set forth a sequence of human needs
Though, in his sequence justice is not importaatwhs
aware of its importance and was informed of injesti

the center of attention of all humanistic affairs, consequences. Mazlo introduced justice as an éalsent
because people are sensitive to how it is behavedeed and categorized it with fair, truth and ordethe

towards justice, deeply. In management, observingame group.

and making justice is one of the most importanksas

of every manager and every human in each condition.

Justice is among the most valuable criteria of aoci
life. It is also basis of all correct behaviors. &vh
justice exists, all the works are done correctlyt b
people have to get their rights illegally if thesjice
does not exist.

Fulfillment of social justice is impossible withou
fulfilment of organizational justice. In fact,
organizational justice is a kind of fulfilment iall
activities, behaviors and tendencies of organipatio
individuals. Organizational justice

He also, names them as basic
preconditions for fulfilling needs.

According to Greenbelty’, organizational justice
is related to staff perceptions of work fair. Irctiahe
uses this phrase to explain and to analyze theable
fair in work place. Injustice or discrimination the
basis of all organizational harms, deflections and
misdeeds. When injustice appears in different elass
and importance of organizational relationships,
organization will regress. Unfortunately, increaske
injustice or discrimination in all the features of
organizational life cripples organizations actedj so

is a basis forthey cannot prevent natural and human resources fro

strategic thinking and value management and is alsbeing dissipated and will be converted to bureanycra
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and deficient organizations. In fact, injustice has result) to social judgmefit®*? Some researchers show
destructive effect on development process, bec#use that social judgment is as important as judging the
eclipses the staff efforts and motivations. Ingestand results and there is a relationship between sqestice
unfair distribution of organization consequencesand management operation and also between staff
demoralizes the staff and decreases their effents a behavior§*.
activities. So, injustice causes permanence aruligta
of development process and staff and organizatio€itizenship behavior: Organizational citizenship
progress. People communications which are on thbeehavior structure seeks to identify loyalty dimens
basis of justice such as mortality, transactiorterin which comprise different instances. In this dimensi
individual relations, individual and society, aneedtly  organization members behave specifically that ghéu
related to society improvement. Justice peopldiogla  than the medium task level.
and connections make the community developed and According to, citizenship behaviors in organizatio
healthy. are divided in 3 groups:

Citizenship behavior means efforts of organization
members. Though it is not directly related to jabkls, « Organizational obedience
it develops and improves organization goals. Irs thi«  Organizational loyalty
study, it is tried to investigate the relationshigtween «  Qrganizational cooperation
organizational justice and organizational citizeépsh

behavior. On the other hand, we tried to identifg t Graham also believes that these behaviors are
type of relationship between those 2 variables. directly affected by rights which are given to
individuals by organizations. In this case, indiads
MATERIALSAND METHODS behave on the basis of those three groups if teey s

they have organizational citizenship rights. So,
The type of this research is analytical-descrtiv organizational citizenship behavior is affected by
which underlines correlation. The type of this ees&  different factors and can affect organizationaltipes
goal is applied. Statistical society includes b staff  focuses.
of Rasht governmental organizations (Iran-Guilan).  Distributive justice, policy justice, communicaiv
Regarding Cronboch formula, sample contents wergstice, inter individual justice and informatiorjabtice

determined 300 people. ~ are all related to organizational citizenship bébaof
Method of CO”eCtlng data was Natmir the aspect of consequences.

qguestionnaire and the questions were made by

researcher himself. Resear ch hypotheses:
Questionnaire justifiability was confirmed by

management field professors and its stability, réig8 .  There is a relationship between organizational
Cronboch Alfa coefficient, was determined 85%. Thus  jystice and organizational citizenship behavior

both_ justifiability and stability of questionnaireere ., There is a relationship between distributive juestic
confirmed. and organizational citizenship behavior

There is a relationship between policy justice and
organizational citizenship behavior

There is a relationship between inter individual
justice and organizational citizenship behavior
There is a relationship between informational
justice and organizational citizenship behavior

Research History: Given theories of justice are varied
and wide-spread. In the last decade, organizational
justice became as an important structure and anese
scope in the field of organizational/industrial
psycholog¥!. Organizational justice is a complicated
field which has complex expressions and differences
Anyway, organizational justice infers to individedair RESULTSAND DISSCUSION
and ethical behaviors in organizatiBhsOrganizational

justice is very important, since it is related toHypothesis 1: There is a relationship between

organizational basic processes such as: commitmenrganizational justice and organizational citizépsh
membership, job satisfaction and operatiths behavior.

Early researches of organizations were on the hsis

H H H ,6 H . . .
equity and judgeship thedty®. After expansion of H;: There is not any relationship between
organizational judgment researches, center of fa@s  organizational justice and organizational citizépsh
changed from judging the results (justice was finalhehavior.
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Table 1: Correlation  between  organizational
organizational citizenship behavior

justiceand

Table 3: Correlation between policy justice and aoigational
citizenship behavior

Organizational Organizational Organizational Policy

citizenship behavior justice citizenship behavior  justice
Organizational justice Organizational citizenship behavior
P.co 1.000 0.851* P.co 1.000 0.847*
Sig.(2-t.) 0.000 Sig.(2-t.) 0.000
N 300.000 300.000 N 300.000 300.000
Organizational citizenship behavior Policy justice
p. co 0.851* 1.000 p. co 0.847* 1.000
sig. (2-t.) 0.000 sig. (2-t.) 0.000
N 300.000 300.000 N 300.000 300.000
*: Correlation is significant at the 0.01 levelt(2- *: Correlation is significant at the 0.01 level{(2-

Table 4: Correlation between inter individual josti and

Table 2: Correlation between distributive justiaed eorganizational
citizenship behavior

Organizational Distributive
citizenship behavior  justice
Organizational citizenship behavior
P.co 1.000 0.696*
Sig.(2-t.) 0.000
N 300.000 300.000
Distributive justice
p. co 0.696* 1.000
sig. (2-t.) 0.000
N 300.000 300.000

*: Correlation is significant at the 0.01 levelt(2-

Hy: There is a relationship between organizationafis There is a relationship between policy justice and

justice and organizational citizenship behavior.

organizational citizenship behavior

Organizational Inter individual

citizenship behavior  justice
Organizational citizenship behavior
p. co 1.000 0.465*
sig. (2-t.) 0.000
N 300.000 300.000
Inter individual justice
p. co 0.465* 1.000
sig. (2-t.) 0.000
N 300.000 300.000

*: Correlation is significant at the 0.01 level {(2-

organizational citizenship behavior.

Regarding the above Table 1, it is shown that the Table 3 shows that correlation coefficient level
level of correlation coefficient between these twobP€tween these two variables is 84.7%. Since theedeg

variables is 85.1%. Since the degree of meaningfu‘Pf meaningful level was determined lower that 5% in
level in this test is lower than 5%. So, hypothdsiss correlation coefficient test, hypothesis, k$ rejected

rejected and hypothesis, i$ accepted. and hypothesis Hs accepted.

Hypothesis 2: There is a relationship between Hypothesis 4: There is a relationship between inter

distributive justice and organizational citizenship individual justice and organizational  citizenship
behavior. behavior.

Ho: There is not any relationship between distributiveHo:  There is not any relationship between inter

justice and organizational citizenship behavior. individual justice and organizational citizenship
behavior.

Hi: There is a relationship between distributive jesti ) ) _ _ o

and organizational citizenship behavior. Hi: There is a relationship between inter individual
Table 2 shows that correlation coefficient leveliustice and organizational citizenship behavior. _

between these two variables equals to 69.6%. Sirece Regarding Table 4, it can be said that correlation

degree of meaningful level is lower that 5.7% in coefficient between inter individual justice and

correlation coefficient test, hypothesis, 6 rejected ©Organizational citizenship behavior equals to 46.5%
and hypothesis Hs accepted. The meaningful level in correlation coefficient ttés

lower than 5%, so hypothesisqHs rejected and

Hypothesis 3: There is a relationship between policy hyPothesis His accepted.

justice and organizational citizenship behavior.

Hypothesis 5. There is a relationship between
informational justice and organizational citizemqshi
behavior.
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Table 5: Correlation between informational justiceand
Organizational citizenship behavior
Organizational Informational
citizenship behavior  justice
Organizational citizenship behavior
p. co 1.000 0.677*
sig. (2-t.) 0.000 4.
N 300.000 300.000
Informational justice
p. co 0.677* 1.000
sig. (2-t.) 0.000
N 300.000 300.000

*: Correlation is significant at the 0.01 levelt(2-

Ho:
justi

Hi:
justi

There is not any relationship between informationa
ce and organizational citizenship behavior.

There is a relationship between informational
ce and organizational citizenship behavior.
Table 5 shows that correlation coefficient level

between these two variables equals to 67.7%. Sirce

deg
5%
reje

results, there is a meaningful relationship between
9.

ree of meaningful level was determined lowentha

in correlation coefficient test, hypothesis i /-

cted and hypothesis Ii$ accepted.

CONCLUSION

8.

As it can be shown from the hypotheses test

5.

organizational justice dimensions. So, it is neaas$o
distribute and allocate resources and rewardsyjustl
order to establish an organizational citizenshipavéor
in a way that staff can believe in justice obseoratSo
it is better to make policies justly and to comnuoaté
with individuals carefully.

Observance of politeness, position and respect

cause staff feel good. Thus, the more the levehteaf
individual justice, the more
citizenship behavior.

Finally, informational justice mechanisms should

be planned in a way that policies and relationsnzaide
justly.
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