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1. Introduction

Organizational justice is conceptualized as a multi-dimensional construct with different components
such as distributive, procedural and interpersonal justice. Barsky et al. (2011) stated the relative
importance of affect and emotion in the appraisal of the fairness of a situation as well as one’s
attitudinal reactions to some circumstances. A myriad of literature in the organizational psychology
field has investigated organizational justice as well as the associated outcomes. Perceptions of justice
impact different key organizational outcomes such as motivation (Latham & Pinder, 2005) and job
satisfaction (Al-Zu’bi, 2010). There are different classifications for organizational justice and one of
them consists of three components including distributive, procedural, and interactional justice, which
includes informational and interpersonal justice. Distributive justice can be conceptualized as the
fairness related to decision outcomes and distribution of resources, which could be tangible or
intangible (Adams, 1963, 1965). Procedural justice can be described as the fairness of the processes,
which could lead to various outcomes. When an individual feels that he/she has a voice in the process
or that the process involves characteristics such as consistency, accuracy, ethicality, and lack of bias
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then procedural justice is accomplished (Leventhal, 1980). Interactional justice is associated with the
treatment that an individual receives and can be promoted by enhancing explanations for decisions
and delivering the news with sensitivity and respect (Bies & Moag, 1986; Bies & Shapiro, 1988). A
construct validation study by Colquitt (2001) implies that interactional justice ought to be broken into
two parts of interpersonal and informational justice. Interpersonal justice is associated with
perceptions of respect and propriety in one’s treatment while informational justice is associated with
the adequacy of the explanations given in terms of their timeliness, specificity, and truthfulness.

2. The proposed study

This paper investigates the effects of three components of organizational justice on development e-
banking in one of Iranian banks. The proposed study uses two questionnaires, one for measuring the
effects of organizational justice and the other for e-banking in Likert scale. The proposed study
considers the following three hypotheses,

1. Distributive justice influences on e-banking positively.
2. Procedural justice influences on e-banking positively.
3. Interactional justice influences on e-banking positively.

Fig. 2 shows the structure of the proposed study as follows,

| Distributive justice

| Procedural justice e-banking |

| Interactional justice

Fig. 2. The proposed study

Cronbach alphas for organizational justice and e-banking are calculated as 0.831 and 0.749,
respectively. The study has been implemented among 385 regular customers of an Iranian bank. The
sample size is calculated as follows,
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finally ¢is the error term. For our study we assume p=0.5,z,,, =1.96and ¢=0.05, the number of

sample size is calculated as N=385. We have distributed the questionnaires among some participants
and Fig. 3 demonstrates personal charactersitcs of the participants.
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Fig. 3. Personal characteristics of the participants
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As we can observe from the results of Fig. 3, nearly 60% of the participants were male. In terms of
educational background, most participants maintained some university background. Finally, the
survey indicates that most people who took part in our survey were middle aged people. The
implementation of Kolmogorov-Smirnove test implies the data are not normally distributed.
Therefore, we use Spearman correlation ratio as well as Stepwise regression test to verify the
hypotheses of the survey.

3. The results
In this section, we present details of our findings on testing three hypotheses of the survey. Table 1

shows details of the results of Spearman correlation ratio on examining the impacts of three
organizational justice on e-banking.

Table 1

The results of testing the effect of organizational justice on e-banking using Spearman correlation
Hypothesis  Relationship r Sig. Result
First Distributive justice — e-banking 0.537 0.000 Confirmed
Second Procedural justice — e-banking 0.284 0.023 Confirmed
Third Interactional justice — e-banking 0.410 0.009 Confirmed

The results of Table 1 clearly specify that there were positive and meaningful relationship between
three components of organizational justice and e-banking when the level of significance is one
percent. The highest correlation is between Distributive justice and e-banking (r = 0.537, Sig. =0.000)
followed by the relationship between Interactional justice and e-banking (r = 0.410, Sig. = 0.009) and
between Procedural justice and e-banking (r = 0.284, Sig. = 0.023). We have also performed stepwise
regression analysis and Table 2 shows the results of the survey.

Table 2

The summary of stepwise regression analysis

Variable Coefficient  Standard error Standard coefficient t-value  P-value
Intercept 70.013 4.710 23.715 .000
Distributive justice 595 268 401 3.924 013
Procedural justice 321 135 249 2.301 .008

As we can observe from the results of Table 2, two organizational justice including distributive and
procedural justice influence positively on e-banking (a. = 0.05).

4. Conclusion

In this paper, we have presented an empirical investigation to find the effects of organization justice
on e-banking in Iranian banking industry. The study has distributed two questionnaires among some
people and using Spearman correlation ratios as well as stepwise regression analysis, the study has
determined that two organizational justice including distributive and procedural justice influence
positively on e-banking (o = 0.05). The results of this study are consistent with findings of McFarlin
and Sweeney (1992), Masterson (2001), Tatum and Eberlin (2008) and Rupp et al. (2006).
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