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Abstract:

Compensation refers to a set of actions and methods employed by organizations to reward employees and motivate them to perform better
and remain committed to the organization. The purpose of this study was to identify and explain the categories of compensation in the
National Iranian Oil Company. This research was applied in terms of purpose and utilized a survey method for data collection, adopting a
grounded theory approach and expert interviews. Data were collected through semi-structured interviews and content analysis of texts. The
statistical population consisted of experts, professors, specialists, and administrative managers of the National Iranian Oil Company. Using
a purposive judgmental sampling method, 20 participants were selected. To address the research question and analyze the collected data,
SPSS software was employed for both descriptive and inferential statistics. Additionally, coding was carried out using Strauss and Corbin's
method at three levels: open coding, axial coding, and selective coding. Based on the obtained results, causal, contextual, intervening,
strategic, and consequential categories were identified. According to Cochran's test at a 5% margin of error, these results can be generalized
to the population of experts. The findings also revealed that individual, managerial, and environmental behaviors, along with the nature of
social justice, can be influential causal conditions.
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Extended Summary

Introduction

In the contemporary landscape of public and semi-public organizations, the design of a fair, efficient, and motivating
compensation system is not merely a financial arrangement but a strategic imperative for human resource management.
Compensation systems significantly influence employees' perceptions of justice, job satisfaction, motivation, and
organizational commitment. In fact, compensation has moved beyond its traditional function as a transactional exchange and
is now central to the institutional architecture of organizations (Park et al., 2013). Compensation strategies are deeply embedded
in the broader socio-political and cultural context of each country and organization, making their design highly context-
sensitive (Madadlou, 2024).

In Iran, particularly within large public organizations such as the National Iranian Oil Company, compensation systems are
facing structural and procedural challenges. These include inconsistencies in wage allocation, lack of transparency, multiple
decision-making authorities, and fragmentation across different employment sectors (Ahzadeh et al., 2021). Moreover, the
dominance of bureaucratic practices and political influences in public sector human resources has further complicated the

realization of equitable and strategic compensation models (Maleki et al., 2021). Scholars have emphasized that a compensation
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system aligned with principles of social justice not only contributes to employee well-being but also enhances the legitimacy
and performance of public organizations (Afsohi & Amin-Moghaddasi, 2023; Tavassoli, 2014).

Numerous international studies have addressed the role of justice in compensation systems. Yasmeen (2023) stressed the
importance of integrating Islamic principles into wage determination, highlighting a need for ethical frameworks and empirical
structures in Muslim-majority societies (Yasmeen, 2023). Similarly, Bohrer (2022) underlined the necessity of regulatory
structures to avoid exploitative labor systems and ensure profit-sharing fairness in Marxist economies (Bohrer, 2022). In
Morocco, Badaoui and Walsh (2022) found that decentralized and unfair wage distribution systems lead to inequalities and
workforce dissatisfaction (Badaoui & Walsh, 2022).

Within the Iranian context, various studies have shown that justice in compensation requires the integration of legal,
administrative, economic, and cultural variables. The principle of "equal pay for equal work™ and adherence to transparent
criteria are central to public perceptions of fairness (Gholipour, 2017). Hezarjaribi et al. (2014) emphasized that citizens’ sense
of social security and legitimacy is undermined when compensation policies lack transparency and fail to reflect meritocracy
(Hezarjaribi et al., 2014). In practice, as Ebrahimpour and Alizadeh (2017) noted, the conceptualization of social justice in the
Iranian context must align with Islamic thought and local norms, rather than importing rigid external models (Ebrahimpour &
Alizadeh, 2017).

Despite this rich theoretical background, there is still a lack of empirically grounded, context-specific models for
compensation in Iranian public organizations. This study addresses this gap by identifying and categorizing the elements of the
compensation system in the National Iranian Oil Company using the grounded theory approach. Drawing on the conceptual
contributions of Strauss and Corbin’s coding paradigm and supported by expert interviews, this research aims to offer a model
that reflects both the operational realities and the justice expectations of employees. The findings are expected to support policy
formulation in human resource management and institutional reform in Iran’s public sector (EImdari, 2024).

Methods and Materials

This study employed a qualitative research design grounded in the grounded theory methodology. The research objective
was practical and exploratory. The data collection process involved semi-structured interviews with 20 experts, including
academic professionals, organizational consultants, and senior managers at the National Iranian Oil Company. The sampling
strategy was purposive and judgmental to ensure participants had rich and relevant expertise.

The data analysis followed Strauss and Corbin’s three-stage coding system: open coding, axial coding, and selective coding.
Content analysis techniques were used to identify major themes and categories. The software SPSS was employed for
descriptive and inferential statistics, particularly for validating patterns in frequency and consistency across interviews. To
assess generalizability, Cochran's test with a 5% margin of error was used. The research adhered to ethical protocols regarding
anonymity and informed consent.

Findings

The analysis revealed 85 initial codes that were grouped into 22 conceptual categories through axial coding. These categories
were then clustered into five major coding levels: causal conditions, contextual conditions, intervening conditions, strategies,
and consequences.

The causal conditions included four dominant themes: individual behavior, managerial behavior, environmental behavior,

and the inherent nature of social justice. These were frequently cited as key influencers in shaping employees' perception of
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fairness within the organization. Contextual conditions such as relational causes, transactional causes, employees’ attitudes,
experience-driven perceptions, and justice-centered participation were also identified as deeply influential, especially in
shaping the socio-cultural foundations of the compensation system.

The intervening conditions included employee competency, organizational comprehensiveness, and foresight, each acting
as moderating variables between causal conditions and applied strategies. The strategies proposed by participants to
operationalize a fair compensation system included increasing organizational flexibility, adopting individual-focused
approaches, implementing structural reforms at the organizational level, and considering external environmental dynamics.

Finally, the consequential outcomes identified included financial and non-financial compensation aligned with social justice,
performance-based incentives, enhanced social welfare programs, and restructured wage and salary departments. Experience-
driven interpretations of justice and the nature of justice itself showed the highest frequency in interviews, indicating their
salience in the mental models of respondents.

Discussion and Conclusion

The findings of this study reveal that a multi-dimensional and justice-oriented approach to compensation is essential for
aligning human resource policies with employee expectations and organizational goals. Unlike conventional models that focus
primarily on monetary incentives, this study underscores the importance of integrating individual, organizational, and socio-
cultural components in compensation strategies. By anchoring the compensation system in the principles of social justice, the
model addresses not only fairness in pay but also the psychological, social, and symbolic dimensions of reward structures.

One of the most significant contributions of the study is the identification of behavioral and perceptual factors—such as
individual and managerial behaviors and justice perceptions—as fundamental causal conditions. These align with global
research emphasizing that employees’ subjective experience of fairness often outweighs objective pay levels in determining
job satisfaction and organizational commitment. The emphasis on relational and transactional dynamics also reinforces the
view that compensation systems are embedded in wider institutional and cultural contexts.

The proposed strategic responses—flexibility, individualization, organizational reform, and environmental
responsiveness—suggest a shift from rigid, uniform compensation models to adaptive, stakeholder-responsive systems. These
strategies resonate with emerging global practices in public administration that prioritize employee engagement, inclusivity,
and value-based governance. The identification of outcomes such as equitable financial and non-financial rewards, welfare
integration, and institutional legitimacy further validates the theoretical framework used in this study.

By combining grounded theory methodology with policy-oriented objectives, the study bridges the gap between conceptual
understanding and practical implementation. It provides a replicable framework for other large public organizations in Iran and
similar contexts to evaluate and redesign their compensation systems. It also offers empirical evidence to support legislative
and administrative reforms aiming at restoring trust and fairness in public sector human resource management.

Ultimately, this research affirms that compensation is not merely a matter of salary administration but a strategic instrument
for achieving organizational justice, enhancing employee morale, and fostering social cohesion. The National Iranian Oil
Company, and similar institutions, can significantly benefit from adopting a dynamic, participatory, and justice-based

compensation system that aligns with both employee expectations and organizational performance imperatives.
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