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Abstract 
 
In today's competitive environment, the most important strategic factor for businesses is a 
trained human resource. Organizations need to retain trained employees so that they can reach 
their goals and compete. Organizational justice is one of the most important factors affecting the 
organizational commitment of employees. In an organization, the organizational commitment of 
people is diminishing without organizational justice. The purpose of this research is to 
investigate the relationship between organizational justice and organizational commitment. For 
this purpose, a questionnaire was applied to 123 people selected from 3 holding employees in 
Denizli and entered into SPSS program and analyzed. As a result of the research, positive 
meaningful relationship between organizational justice and organizational commitment was 
found. 
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1. INTRODUCTION 
 
1.1. The Concept of Organizational Commitment 
 
When we look at the implications of the concept of commitment, TDK (2017) defines as 
individuals as a group, a member of a community, or a congregation. Organizational 
commitment is the psychological commitment that workers feel. Commitment is a strong belief 
in the interest, loyalty, and organizational values of the individual (Riketta, 2002). When the 
literature is examined, it can be seen that there are many definitions related to the concept of 
organizational commitment. Organizational commitment is explained as a sided and effective 
commitment of workers to their organization’s goals and aims. An individual can believe in the 
goals and the values of the organization and conforms to the behaviors that organization expects 
from him or her (Hallberg, 2006). 
 
Organizational commitment is that the employers adopt and accept the processes within the 
organization. Individual behaviors such as communication, trust, respect, participation in the 
organization, sharing, continuity of work, adherence to politics and adopting strategies, desire to 
work together, participation in organizational processes and adopting organizational structure 
reveal the associative commitment of individuals. In other words, commitment depends on the 
cohesion of organization-employee (Spence, 2002). Schwepker, (2001) explains organizational 
commitment as "a formal and normative expectation that an organization is expected from an 
individual. Kirkman, (2001) explains that" the employer is not merely loyal, but that it is a 
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process that explains and tries to explain the thoughts of those involved in the organization and 
its success. Beyond expectations, the individual is behaving towards these goals and values. "A 
concept and understanding from the other side of organizational commitment, which is shaped, 
can be everywhere that there is social sensibility. It is the obligation we have to obey and have to 
fulfill. It is a commitment to humanity's strongest emotions, a personality, a thought, an 
institution, or a phenomenon we see larger than ourselves.  
 
Although organizational commitment, one of the attitudes of business people to work, is a 
subject that has been intensively studied since 1970's, a clear consensus has not been reached 
by researchers in this regard. For this reason, researchers from different fields, such as 
psychology, sociology, social psychology and organizational behavior, must address the issue in 
terms of their area of expertise. Therefore, when literature related to organizational 
commitment is examined, many definitions about organizational commitment are emerging 
(Riketta, 2002). On the other hand, organizational commitment is one of the fundamental goals 
of organizations in protecting their assets. Individuals with organizational commitment are 
created by individuals who work with more cohesion, more productive and higher responsibility 
and loyalty. This situation causes the cost to decrease in the organizations (Hooff, 2004). When 
we look at the history of organizational commitment, many researchers, from the 1950s to the 
present day, have examined different dimensions of organizational commitment. These studies 
have gained importance. We can list some of the reasons for this (Avolio, 2004). 
 
1. Relationship between commitment and desired working behavior, 
2. The fact that commitment is more effective than job satisfaction as a reason for leaving work, 
3. Individuals with high organizational commitment should perform better than those who have 
low organizational commitment, 
4. Organizational commitment is a useful indicator of organizational effectiveness, 
5. Organizational commitment is expressed as an expression of organizational citizenship 
behaviors such as self-sacrifice and honesty (Feather, 2004). 
 
1.1.1. The dimensions of organizational commitment 
 
Allen and Meyer (1996) described organizational commitment in three groups. These are 
affective, continuance, and normative commitment (Allen and Meyer 1996).  
 
1- Affective commitment: Emotional attachment emphasizes the emotional attachment of the 
individual within the organization. On the other hand, the reasons for the employees' staying in 
the emotional attachment are identified with their emotional attachment and organizational 
goals. The individual should adopt the organization and the organization should be an important 
place in his life (Peterson, 2004). 
 
2 - Continuance Commitment: refers to observing situations that may arise as a result of 
separation from the organization. If the person working in the organization keeps the intra-
organizational investments, the cost of separation from the organization very high, the working 
individual is connected to that organization. To be more honest, seeing more rewards than 
financial means more organizational commitment (Currivan, 2000). 
 
3- Normative Commitment: It reflects the obligations of working individuals to remain in the 
organization. It is not for personal interests that individuals should be affiliated, but they believe 
that what they do is right and moral (Finegan, 2000). 
 
1.2. Organizational Justice 
 
The concept of organizational justice has become increasingly important in the rapidly 
developing business world. The notion of organizational justice, both for employees and for 
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employers, is considered to be an important factor affecting the organizational commitment of 
employees (Riketta, 2002). 
 
The concept of organizational justice is defined as the perception of how fairly employees are 
treated in the working environment. However, the concept of organizational justice carries the 
characteristic of being a subjective perception interacting with other components in the 
organizational structure. Job loyalty, job satisfaction and the tendency to leave work are 
considered as factors that are shaped by the sense of justice in the workplace (Bogler, 2004). 
 
Employees' perceptions of the work environment are shaped by the context they are in, and the 
organization's concept of organizational justice constitutes the organization's justness 
(Brammer, 2007). In other words, organizational justice is defined as the subjective perception 
that depends on the factors such as working hours, wages, duties and responsibilities related to 
the job description of the persons. In this context, the concept of organizational justice is an 
example of how the organizational structure is assessed by the employee. 
 
The shaping of the concept of organizational justice occurs at the point of comparison with other 
employees in the same organization (Brammer, 2007). It includes comparisons such as fairness 
of fees within an organization, equal treatment of employees, and equal use of opportunities 
within the organization. However, organizational justice is a process that encompasses the rules 
in the working environment, the application of rules and the effects of rules on individuals 
(Solinger, 2008). 
 
1.2.1. The dimensions of organizational justice 
 
The concept of organizational justice is basically examined in three main dimensions:  
 

 Distributive justice, including the fairness of the results obtained in an organizational 
sense,  

 Procedural justice for the procedures in question for the results obtained, 
 Interactional justice that interacts with the results and contains the interactions of 

employees within the organization is examined in three dimensions (Elovainio, 2002). 
 
1.2.1.1. Distributive justice 
 
Distributive justice is defined as the justice that people perceive about the outcome. Whether or 
not the person has earned what he deserves is mentioned as the focal point of justice. In general 
terms, it is defined as the perception of whether fairness is distributed fairly in terms of business 
resources (Aryee, 2002). 
 
The concept of distributed justice derives its roots from the "Equality Theory" (Adams, 1965). 
According to this approach, employees decide whether the results or awards they receive are 
fair or not in the framework of the "Equity Rule". The equality of the compensation received by 
employees after their entrants within their own duties and responsibilities is taken as basis. If it 
is thought that there is an inequality at this point, people may think that distribution is unfair. 
 
Executives who work in accordance with the Distributive Justice shall distribute rewards and 
punishments within the framework of equality to their employees. Rewarding and punishment 
are the norms based on the performance of the employees here. If there is inequality in the case, 
it is necessary for the staff of the manager to explain the reasons for this. The justice element 
assessed under the "Equality Theory" is based on the "Justice Theory". According to the theory of 
equality, employee inputs, awards, and the inputs of another employee and the awards they 
receive are compared. Distribution is considered to be fair if these ratios are accepted as 
equality. The experiences, position, physical and psychological competencies, which are 
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considered as investment of employees in the Equation Theory, are characterized as variables 
such as sex and age. The elements that are defined as a prize and the rights, privileges, awards, 
and progress that the person has given depend on the investment (Colquitt, 2001). 
 
1.2.1.2. Procedural justice 
 
Procedural justice is defined as the participation of people in decision making in the process and 
justice and objectivity in the decision-making process. Regarding decision-making processes, 
employees' performance-related premiums are defined as the sense of justice that they perceive 
about the monitoring strategies of the workplace, not limited to salaries and hikes they receive. 
Procedural justice can be described as what organizational meaning of the responses that 
employees receive as a result of performance and justice that they perceive. The procedure is 
justified as a concept of justice for practicing justice in another sense. It is shaped by the 
decisions taken regarding the working environment and the strategies applied to them in the 
working environment, whether it is fair from the point of view of the individual or not, especially 
giving importance to the recognition of the right to speak and the ideas without giving 
importance to the employees. If employees' opinions are taken on decisions to be taken in a 
working environment, this can be considered as a situation that increases the procedural 
perception of employees (Allen and Meyer, 1996). 
 
It is foreseen that procedural justice is the function of justness in organizational commitment 
and behavior within the organization, rather than justice in the organizational sense, where 
organizational justice components are required to create procedural justice for employees in 
three basic steps. Factors related to the formation of procedural justice of employees are related 
to the determination of the decisions taken by the principle of impartiality. The second factor is 
the confidence that employees feel towards the decision-maker or authority. The third factor is 
that the climate of the organization is to be in respect, trust and cooperation. Procedural justice 
is decisive in terms of attitudes and behaviors that employees identify according to their place 
and importance in the decision-making process. The next step, the element of interaction justice, 
is shaped by observing how employees are treated and by developing attitudes accordingly. If 
the procedure is not satisfactory in justice, it is suggested that organizational commitment may 
not be the case and the intention to leave the work may be higher (Allen and Meyer, 1996). 
 
1.2.1.3. Interactional justice 
 
The third dimension of organizational justice, referred to as interactional justice, is the nature of 
employees' overall social interaction within other employees and the organization in general. 
And the procedural justice does not fully meet the definition of organizational justice, but it is 
also an indication of whether or not employees are at fair level of interaction with other 
employees and their managers. It is considered that processes such as efficient communication 
with the managers and employees, provision of respect and confidence environment and 
provision of the necessary information to the employees are positively affect the perceived 
interactional justice (Colquitt, 2001). 
 
2. METHOLODY OF THE SURVEY 
 
2.1. Aims of the Survey 
 
The purpose of this research is to investigate the relationship between organizational justice and 
organizational commitment. 
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2.2. Test Subjects 
 
Employees in the three holding companies in Denizli constitute the universe of research. 123 
people selected from these constitute the sample of the researcher. 
 
2.3. Collection of Data. 
 
The data used in the research were obtained from the researcher himself by applying a one-way 
survey. The data collection tools used in the research are as follows: 
 

 Organizational Justice Scale: "Organizational Justice Scale" was used as one of the data 
collection tools. There are 20 items on the five-point Likert scale for the 1 to 5 scoring of 
the items on the organizational justice scale of the sample group, "1: Absolutely 
Disagree" and "5: Absolutely Agree". In the second part of the questionnaire, there is the 
Organizational Justice Questionnaire composed of 20 questions developed by Niehoff 
and Moorman (1993). The first five questions of the organizational justice scale measure 
the distributional justice dimension, and the procedural justice dimension between 6 
and 11 measures the extent of the interactive justice 12-19. 

 Organizational Commitment Scale: "Organizational Commitment Scale" was used as 
one of the data collection tools. There are 18 items on the five-point Likert scale that are 
scored from 1 to 5, with the items related to the factors affecting the organizational 
commitment of the employees in the sample group as "1: Absolutely Disagree" and "5: 
Absolutely Agree". The scale was developed by Meyer, Allen and Smith to measure the 
organizational commitment of staff working in companies X and Y. This scale measures 
organizational commitment in the sub-dimensions of "Affective Commitment", 
"Continuance Commitment" and "Normative Commitment". Expressions about affective 
commitment; 1, 2, 3, 4, 5 and 6 are examples. Expressions of continuance commitment 
are 7, 8, 9, 10, 11 and 12. Expressions measuring normative commitment are 13, 14, 15, 
16, 17 and 18. 

 
2.4. Analysis of the Results 
 
Scale data in the study were entered into the SPSS program and coded. Descriptive statistics of 
socio demographic variables and scale questions were made. Independent sample t test and 
ANOVA analysis were used because of the normal distribution of the scales in order to 
investigate the difference between scale sub-dimensions and socio-demographic variables. The 
Pearson Correlation technique was used to examine the correlation between the scales. 
 
 
3. FINDINGS 
 
Obtained findings are provided under the following tables. 
 

Table 1. The frequency of gender. 
 

  Frequency Percent 
male 74 60,2 

female 49 39,8 

Total 123 100,0 

39.8% of the participants are male and 60.2% are female. 
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Table 2. The frequency of marital status. 
 

 
Frequency Percent 

Evli 88 71,5 

Bekar 35 28,5 

Total 123 100,0 

71.5% of the participants are married and 28.5% are bachelor. 
 
 

Table 3. The frequency of age. 
 

  Frequency Percent 
20-25 
age 

17 13,8 

26-31 
age 

25 20,3 

32-37 
age 

37 30,1 

38-43 
age 

24 19,5 

44 age 
and 
above 

20 16,3 

Total 123 100,0 

13.8% of the participants in the study are in the age range of 20-25, 20.3% in 26-31, 30.1% in 
32-37, 19.5% in 38-43 and 16.3% in the age range of 44 and above. 

 
 
 
 
 
 
 
 
 
 
 

(Table 4 is located on the next page.) 
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Table 4. The analysis of correlation between the sub-dimensions organizational commitment 
and organizational justice. 
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C
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Distributive 
Justice 

Pearson 
Correlation 

1 ,478** ,429** ,968** ,434** ,447** 

Sig. (2-
tailed) 

  ,000 ,000 ,000 ,000 ,000 

N 123 123 123 123 123 123 

Procedural 
Justice 

Pearson 
Correlation 

,478** 1 ,823** ,591** ,980** ,816** 

Sig. (2-
tailed) 

,000   ,000 ,000 ,000 ,000 

N 123 123 123 123 123 123 

Interactional 
justice 

Pearson 
Correlation 

,429** ,823** 1 ,515** ,854** ,989** 

Sig. (2-
tailed) 

,000 ,000   ,000 ,000 ,000 

N 123 123 123 123 123 123 

Affective 
commitment 

Pearson 
Correlation 

,968** ,591** ,515** 1 ,532** ,533** 

Sig. (2-
tailed) 

,000 ,000 ,000   ,000 ,000 

N 123 123 123 123 123 123 

Continuance 
Commitment 

Pearson 
Correlation 

,434** ,980** ,854** ,532** 1 ,839** 

Sig. (2-
tailed) 

,000 ,000 ,000 ,000   ,000 

N 123 123 123 123 123 123 

Normative 
Commitment 

Pearson 
Correlation 

,447** ,816** ,989** ,533** ,839** 1 

Sig. (2-
tailed) 

,000 ,000 ,000 ,000 ,000   

N 123 123 123 123 123 123 

 
There is a positive meaningful correlation between the distributive justice and procedural 
justice, interactional justice, affective commitment, continuance commitment, normative 
commitment. There is a positive meaningful correlation between the procedural justice and 
interactional justice, affective commitment, continuance commitment, normative commitment. 
There is a positive meaningful correlation between the interactional justice and affective 
commitment, continuance commitment, normative commitment. There is a positive meaningful 
correlation between the affective commitment and continuance commitment, normative 
commitment. There is a positive meaningful correlation between the continuance commitment 
and normative commitment. 
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4. CONCLUSION 
 
Organizational justice is an issue that should be emphasized in order to employees to use their 
individual efforts in the context of organizational goals, even though personal trials are 
relatively open. Given the recreational advantages of transferring the knowledge, skills and 
abilities of employees to business processes, the importance of this is increasing. The 
organizational justice examined in terms of distributive, normative and interactional dimensions 
influences the satisfaction of the work, the deepening of the commitment and its identification 
with organizations, depending on the employees' perceptions. 
 
The high level of sense of justice in the company affects the level of organizational commitment 
of employees who are positively affected by organizational commitment will do their part well. 
Employees who play well in their natural role will have a high performance. Employees with a 
high level of organizational commitment will have lower turnover rates, so continuity in the 
quality of the services offered will be maintained. 
 
In this study, the employees in three holding companies in Denizli were evaluated by applying 
organizational commitment and organizational justice scales. As a result of this analysis, positive 
meaningful relationship between organizational justice and organizational commitment was 
found. 
 
The increase in perception of organizational justice also affects many factors and organizational 
commitment. Administrators should pay attention to the fair distribution of the awards and to 
ensure that the transactions utilized in the presentation of the data are fair. In addition, it is also 
possible for managers to communicate with their employees in a respectful and good manner, to 
clearly express the decisions to be taken and to participate in the decisions, and also to have 
positive influence in increasing the organizational commitment. If employees believe that there 
is a fair environment in their organizations, it is thought that they will be connected more to 
their organizations and they will spend more effort to develop their organizations. 
 
Finally, the measurement of employees' perceptions of organizational justice and organizational 
commitment from time to time can give guidance to managers and guide them about the actions 
to be taken. 
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