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Abstract: The aim of this survey is to determine canonical variables in organizational justice and organizational 
commitment of the staff of Isfahan Oil Refinery Company and the relationship among them. The survey method is 
typically descriptive correlation, and sampling has been performed by random classification method. To collect data, 
two researcher made questionnaires of organizational justice and organizational commitment have been used. Their 
validity has been approved by experts and their reliability has been calculated as 0.89 and 0.81, respectively using 
Cronbach's Alpha coefficient. To analyze the data, correlation test and regression have been used. The results imply 
that there is a relationship among organizational justice, organizational commitment and procedural justice; and 
interactive justice and distributional justice predictor variables have respectively relationship with organizational 
commitment criterion variable. The procedural justice and interactive justice predict affective commitment and 
normative commitment, and procedural justice has relationship with continuous commitment. There is also 
significant relationship between the first pair of canonical variables including distributional justice and linear 
combination of all indicators of organizational commitment. 
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1. Introduction 

Organizational justice has been widely 
investigated and studied in management, psychology, 
and organizational behavior fields since 45 years ago; 
and by determining other important variables in 
organizational behavior such as organizational 
commitment, a special place is found in management 
texts (1). Folger et al. (2005) believed that observing 
justice in organization is one of the basic moral 
hypotheses for manifesting normative behaviors (2), 
and according to Rupp et al. (2007), personal and 
group norms determine the type of justice and 
consideration to observe it (3). Organizational justice 
has three dimensions which are distributional justice, 
procedural justice, and interactive justice (4). 
Distributional justice refers to merely outcomes 
received by an employee like salary and reward (5). 
According to Rocba (2009) procedural justice refers to 
the ratio that distributing resources is based on 
methods, procedures, and approaches (6). Fairness of 
current norms in decision making will be one of the 
important causes of increasing motivation for staff's 
better performance, because the staff being completely 
informed of procedures like performance assessment, 
would find out their strengths and weaknesses, and try 
to strengthen or remove these points and continue 
their work more encouragingly. Interactive justice 

refers to the quality of interpersonal behaviors that one 
is exposed to before and after making decision (7). 

According to Stup (2006), organizational 
commitment includes a powerful state of dependency 
or belonging to an organization or place where one is 
working (8). He believes considering organizational 
commitment is very important, because committed 
employees think less about leaving the job or 
organization, and pursuit more to offer performance in 
excellent level. Meyer and Allen (1997) refer to three 
organizational commitments of affective commitment, 
i.e. including staff's affectionate dependency to be 
identified by organization and involving in 
organizational activities (9). This type of commitment 
refers to dependency of one's feeling to organization. 
Those people who have strong affective commitment, 
maintain their membership in organization and 
continue their activity in organization, and in fact tend 
to do so; continuous commitment including the 
commitment that is based on valuing organization and 
in this respect the employee shares in organization; 
continuous commitment refers to remaining in 
organization because of the costs of leaving 
organization or rewards due to remaining in 
organization; this type of commitment is definable 
based on timely and long term investment in 
organization and do not cause leaving organization 
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and results in more tendency to remain in organization 
(10,11); normative (obligation) commitment reflects 
people's feelings regarding the necessity of remaining 
in organization or sense of duty to remain as a 
member of organization (12). Normative commitment 
refers to people's loyalty to organization, and those 
who have naturally such commitment, believe that 
continuing the activity in the organization is their 
duty. The common point of the three mentioned 
approaches is that commitment is a mental state that 
specifies the relationship between employee and 
organization; and implicitly refers to continuation or 
discontinuation of one's membership in organization 
(13). 
2. Research background 

Madani (2005) reached to the following results 
by investigating staff's organizational commitment 
and factors impacting on it in National Refinery 
Industries Company: organizational commitment 
(general), affective commitment, normative 
commitment, and continuance commitment under 
investigation was higher than medium (14). The 
organizational justice variable has also had the lowest 
average. In this survey, one of the factors impacting 
on organizational commitment was organizational 
justice, so as organizational justice had indirect impact 
on organizational commitment (general), affective 
commitment, and normative commitment, but it has 
not had any impact on continuous commitment. 
Behravan and Saiedi (2011) in their survey about 
factors impacting on organizational commitment ratio 
of the staff of Khorasan Razavi Province Gas 
Company in Iran also found that the organizational 
commitment ratio has positive significant relationship 
with organizational justice, independency in work, 
role pressure, opportunities and job promotion, and 
role ambiguity variables; and organizational justice is 
regarded as the most important and determinant factor 
that directly and positively impacts on organizational 
commitment ratio (15). Masterson et al. (2000) by 
investigating the relationship between organizational 
justice and social interaction and different impacts of 
procedural justice on job relationships also reached to 
this result that there is a direct significant relationship 
between procedural justice and organizational 
commitment, and between interactive justice and 
organizational commitment (16). Colquitt et al. (2001) 
by performing a meta-analysis about researches 
related to organizational justice during the past 25 
years reached to this conclusion that positive results 
due to understanding organizational justice results in 
increase of cases like job satisfaction, organizational 
commitment, organizational citizen behavior, and job 
performance (17). Wharton et al. (2004) in their article 
entitled as "The issue of social behavior, justice, and 
commitment in working places" investigated the 

relationship of mentioned factors among 625 
academic members in American Universities, and 
concluded that there is a direct and significant 
relationship among distributional justice, procedural 
justice, interactive justice and organizational 
commitment (18). Ponnu and Chuah (2010) by 
investigating the relationship between organizational 
commitment and organizational justice in Malaysia 
found that there is a strong, positive, and significant 
relationship between organizational justice and 
organizational commitment (19). Ehsan Malik and 
Naeem (2011) in their survey of the impact of 
understanding organizational justice on organizational 
commitment stated that there is a positive and 
significant relationship between these two variables 
(20). Considering the literature, the aim of this survey 
is to investigate three basic questions of i) to what 
extent is there relationship between organizational 
justice (general) and organizational commitment 
(general)?; ii) to what extent does organizational 
justice indicators (affective, normative, and 
continuance) predict organizational commitment and 
its indicators?; and iii) to what extent is there 
relationship between organizational justice indicators 
and organizational commitment indicators? 
3. Research methodology 

This survey is typically a descriptive-correlation 
and its statistical population includes all of the 
managers, supervisors, and official staff of Isfahan Oil 
Refinery Company in 2008. They operate in 
administration, operation, maintenance, engineering, 
commercial, financial and legal fields. The sampling 
method has been performed by random classification 
method. First all of the staff, managers, and 
supervisors according to their field of activity are 
specified, then 33 people in the field of engineering, 
92 in the field of operation, 62 people in the field of 
maintenance, 11 people in the field of commercial, 7 
people in the field of financial and legal, and 21 
people in the field of administration are selected as the 
sample. Out of 216 people, 191 participated in this 
survey. In this study, two researcher made 
questionnaires about organizational justice and 
organizational commitment have been used with five 
degrees scale. Validity of its content has been 
approved by managerial experts and industrial 
consultants of the mentioned company. In the next 
stage, the final questionnaire for experimental 
performance and determining its reliability is 
distributed among 25 people of the desired population. 
The surveyors after preparing survey proposal and 
final approval by Isfahan Refinery officials collected 
the data in cooperation with three departments of 
training, research and development, and public 
relations. In this respect, considering the appropriate 
place and sending invitation to all directors, and 
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supervisors of various units, the questionnaires have 
been collected by research and development, and 
public relations offices. 
4. Findings 

In table 1, the average and standard deviation of 
organizational justice and organizational commitment 
variables are addressed. 

 
Table (1): Average and standard deviation of organizational justice and organizational commitment indicators 

Indicators X  S Indicators X  S 

Distributional Justice 2.55 0.517 Affective Commitment 3.48 0.738 
Procedural Justice 2.55 1.019 Normative Commitment 3.47 0.626 
Interactive Justice 3.02 0.891 Continuance Commitment 3.05 0.515 
Organizational Justice 2.71 0.755 Organizational Commitment 3.33 0.505 
 

Considering the data addressed in table 2, there 
is a direct and significant relationship between 
organizational justice and organizational 

commitment. Based on 30 percent of determinant 
coefficient, the variance of organizational justice and 
organizational commitment has been common. 

 
 

Table (2): Correlation coefficient between organizational justice and organizational commitment 
 Organizational Commitment 

r r2 P N 
Organizational Justice 0.551 0.30 0.001 191 
 

According to the findings of table 3, there is a 
significant relationship between organizational 
justice and organizational commitment at P≤0.05 

level. By calculating canonical correlation coefficient 
in table 6, the ratio of pair correlations between 
indicators are specified. 

 
 

Table (3): Matrix correlation between organizational justice and organizational commitment dimensions 

Indicators 

Distribu-
tional 
Justice 

Procedural 
Justice 

Interactive Justice 
Affective 

Commitment 
Normative 

Commitment 
Continuance 
Commitment 

r p r p r P r p r p R P 

Distributional  
Justice 

  0.709** 0.001 0.485** 0.001 0.438** 0.000 0.426** 0.000 0.253** 0.000 

Procedural 
Justice 

    0.549** 0.001 0.472** 0.000 0.455** 0.000 0.287** 0.000 

Interactive 
Justice 

      0.410** 0.000 0.405** 0.000 0.194** 0.007 

Affective 
Commitment 

        0.818** 0.000 0.259** 0.000 

Normative 
Commitment 

          0.234** 0.002 

Continuance 
Commitment 

          - - 

 
Based on multiple regressions results in table 4, 

the best predictors of organizational commitment are 
procedural, interactive, and distributional justice 
respectively. Based on determinant coefficient, 
procedural justice solely accounts 26 percent 
variance of organizational commitment. When the 
two interactive and distributional variables enter, the 
accounted ratio of variance has increased to 29 and 
31 percent respectively. The best predictor of 
affective commitment is procedural justice and 
interactive justice as well. Based on determinant 
coefficient, procedural justice solely states 0.223 
variance of affective commitment, and when 

interactive justice enters, this common variance 
increases to 0.248. Another result of this table is that 
the most appropriate predictors of normative 
commitment are also two procedural and interactive 
justice indicators. Procedural justice accounts 0.207 
common variance of normative commitment, and 
when interactive justice variable enters, this variance 
increases to 0.241. The most important predictor of 
continuance commitment is procedural justice that 
accounts common variance of continuance 
commitment based on 0.082 determinant coefficients. 
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Table (4): Multiple (step by step) regressions between organizational justice and organizational commitment indicators 

Criterion Predictor variable R R2 
Square of Justified 

Correlation 
Standard 

Error 
F P 

Organizational 
Commitment 

First Step Procedural Justice 0.511 0.261 0.257 10.49 66.750 0.001 
Second 

Step 
Procedural Justice 
Interactive Justice 

0.543 0.259 0.288 10.27 39.403 0.003 

Third Step Procedural Justice 
Interactive Justice 

Distributional 
Justice 

0.558 0.312 0.301 10.18 28.211 0.037 

Affective Commitment First Step Procedural Justice 0.472 0.223 0.219 0.652 54.29 0.001 
Second 

Step 
Procedural Justice 
Interactive Justice 

0.506 0.256 0.248 0.640 32.29 0.001 

Normative Commitment First Step Procedural Justice 0.455 0.207 0.203 0.55 49.28 0.001 
Second 

Step 
Procedural Justice 
Interactive Justice 

0.491 0.241 0.233 0.45 29.89 0.001 

Continuance Commitment Procedural Justice 0.287 0.082 0.077 0.595 16.94 0.000 

 
Based on Beta coefficient in table 5, per unit 

increase in procedural justice, the organizational 
commitment increases 0.237 unit; per unit increase in 
interactive justice, the organizational commitment 
increases 0.197 unit; and per unit increase in 
distributional justice, the staff's organizational 
commitment increases 0.183 unit. By increasing one 
unit to procedural justice and interactive justice to the 

affective commitment ratio, 0.354 and 0.215 units 
also increase respectively. Based on Beta coefficient 
in this table, per unit increase in procedural justice, 
normative commitment increases 0.33 unit; per unit 
increase in interactive justice, normative commitment 
increases 0.22 unit; and per unit increase in 
procedural justice, continuous commitment ratio 
increases 0.287 unit.  

 
Table (5): Significant variables in multiple regressions between organizational justice and organizational 

commitment indicators 

Criterion Predictor variable 
Non-Standard Coefficient 

Beta T P   Standard Error 

Organizational Commitment First Step Procedural  Justice 6.09 0.74 0.511 8.17 0.000 
Second Step Procedural  Justice 

Interactive Justice 
4.64 
0.03 

0.87 
1.00 

0.389 
0.222 

5.30 
3.02 

0.000 
0.003 

Third Step Procedural  Justice 
Interactive Justice 

Distributional Justice 

3.25 
2.69 
2.96 

1.09 
1.005 
1.41 

0.237 
0.197 
0.183 

2.98 
2.67 
2.09 

0.0003 
0.008 
0.007 

Affective Commitment First Step Procedural  Justice 0.342 0.04 0.472 7.36 0.001 
Second Step Procedural  Justice 

Interactive Justice 
0.256 
0.179 

0.05 
0.06 

0.354 
0.216 

4.69 
2.86 

0.001 
0.005 

Normative Commitment First Step Procedural  Justice 0.27 0.04 0.45 7.02 0.001 
Second Step Procedural  Justice 

Interactive Justice 
0.20 
0.15 

0.04 
0.05 

0.33 
0.22 

4.37 
0.92 

0.001 
0.004 

Continuance Commitment Procedural  Justice 0.145 0.037 0.287 0.116 0.001 

 
Based on the findings of table 6, the correlation 

between the first pair of central variables is equal to 
0.561. This value shows the existence of a medium 
linear correlation between organizational justice 
variables and any combination of organizational 
commitment variables. There is a correlation between 
the first pair of organizational justice and 
organizational commitment indicators. The first value 
of Chi-square, equals to 71.185, corresponding to 
Wilks coefficient at P≤ 0.05 level is significant 

indicating that all correlations in the first pair of 
conical variables are not equal to zero. The second 
value, equal to 0.817 at P ≤ 0.05 level is not 
significant. For the third value, all of the correlations 
are equal to zero. Thus, the third question has solely 
been confirmed in the first pair of central variables. 
level. By calculating canonical correlation coefficient 
in table 6, the ratio of pair correlations between 
indicators are specified. 

 
Table (6): Correlation coefficients between organizational justice and organizational commitment dimensions 

Wilks Chi-square Degree of Freedom Significant level 
0.683 71.185 9 0.001 
0.996 0.817 4 0.936 
1.000 0.004 1 0.951 
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5. Discussion and conclusions 
The main aim of this survey was to investigate 

the relationship between organizational justice and 
organizational commitment of the staff of Isfahan Oil 
Refinery Company. Considering the results of table 2, 
there is a relationship between organizational justice 
and organizational commitment. This conclusion is 
compatible with the findings of Madani (2005), 
Behravan and Saiedi (2011), Ponnu and Chuah (2010) 
and Ehsan Malik and Naeem (2011) (14,15,19,20). 
According to table 3, there is a direct and significant 
relationship between organizational justice and staff's 
organizational commitment indicators, and regarding 
table 6, there is a correlation between first pair of 
organizational justice indicators and staff's 
organizational commitment. Based on determinant 
coefficient, 0.31 variance of the first pair of 
correlation between mentioned indicators is common, 
and the first Chi-square, equal to 71.185 
corresponding to Wilks coefficient at P  0.05 level 
denotes this correlation as significant. Thus, in the 
obtained results from calculating canonical correlation 
coefficient between organizational justice and 
organizational commitment indicators and Chi-square 
statistical tests and calculating Wilks coefficient, it 
was observed that there is a significant relationship 
between distributional justice and organizational 
commitment indicators that form a linear relationship. 
In tables 4 and 5, the predictor factors in 
organizational commitment and its indicators have 
been shown. Based on the results of these two tables, 
the predictors of organizational commitment are 
procedural justice, interactive justice and 
distributional justice, respectively. These results are 
compatible with the survey results of Masterson et al. 
(2000) (16).  

According to the findings, it is essential for 
managers and supervisors to proportionate payments 
and rewards with the ratio of endeavor and working 
load of staff, before distributing them, and also to 
describe the assessment affairs for the staff while 
assessing performance. Two procedural justice and 
interactive justice have also been as two predictor 
variables in affective commitment. Considering the 
results of the two tables 4 and 5, it can be argued that 
making the payments and rewards ratio proportionate 
with responsibility type, job volume, people's share 
and experience in the ratio of realizing productivity, 
cause the staff to be dependent upon the organization 
and company in affective respect, so as they feel to be 
a member of organization family and working in such 
company gives validity to them. Procedural justice 
and interactive justice were also two predictors of 
normative commitment respectively. Thus, by 
observing procedural and interactive justice, the staff 
would know the problems of organization as their own 

personal problems, and even if they find another 
appropriate job opportunity, they would not leave the 
organization. On the other hand, observing procedural 
justice results in increase of continuous commitment 
in organization. Continuous commitment refers to the 
reasons of people's continuing job in organization 
such as proficiency, commitment to colleagues, 
limitation of job opportunities in other organizations, 
and not bearing the costs of leaving organization. 
Therefore, by observing procedural justice, people 
would participate in the company and the staff would 
feel liable to organization and would prefer to 
continue working in the company. 
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