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Human resources are the most valuable capital of an organization, and managers 
are trying to provide motivation and productivity along with preserving the 
workforce. One way to motivate and increase productivity is to provide welfare 
services to employees. Using Adams’ theory of equality, the current research 
attempts to design a desirable model for providing welfare services in the 
organization. It is an applied, descriptive and survey type research. The statistical 
population includes the staff of District 22 of Municipality of Tehran. Using the 
principles of sampling size in multivariate regression analysis, 357 questionnaires 
were completed by cluster sampling method. The process of data analysis was 
carried out in two stages: determining the relationships between variables 
and the dynamics of the systems. The results showed that the improvement 
of financial services was recognized as an attractive scenario of this research 
because of a 30% increase in productivity. Meanwhile, 38% increase motivation 
and 27% reduce dissatisfaction. Improvement in entertainment services has been 
identified as a desirable research scenario due to the optimal and simultaneous 
increase in motivation and quality of work life. Improving health services has 
been identified as a weak scenario for not having a significant impact on state 
variables due to the lack of influence on state variables. 
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ABSTRAC T

INTRODUCTION

The progress and excellence of any organization 
depends on the excellence of human resources as 
the most valuable resources of the organization. At 
the beginning of the third millennium, manpower 
is considered to be the most effective factor in the 
survival and development of modern organizations 
and in the next stages there are elements such as 
equipment and devices, capital, technology and so on 
(Stewart and  Sambrook, 2012; Radel,2019). Over the 
past years, one of the concerns of top managers has 
been the increased satisfaction and organizational 

commitment of the staff, and this goal has been 
considered as a human resource management plan 
(Luthans; Youssef, 2004). One of the important 
dimensions in the planning of human resources 
management is the provision of welfare services 
which is part of the compensation service that an 
organizations provide for their staff. During the last 
years, one of the concerns of the top managers of 
the organization was increasing the satisfaction 
and organizational commitment of the staff and 
achieving this goal in terms of human resources 
management plans. Providing welfare services as 
part of compensation services is one of the important 
dimensions of human resource management 
planning. Compensation services not only include 
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external benefits such as salaries and benefits, but 
also all other benefits that are inherent in the nature 
of the job, such as recognition and prominence, 
providing opportunities for development, a high 
level of work and good working conditions, as well 
as organizational culture.  Compensation for services 
is any form of consideration and value that the 
organization pays or creates for employees, including 
compensation for financial and non-financial services. 
Unfortunately, in the welfare context, there is no 
specified definition that has universal acceptance. 
According to some scholars, welfare means providing 
services, facilities and other conditions that provide 
safety and comfort in the workplace. But for some 
others, welfare does not just cover prosperity in the 
workplace. For example, Decker (2011) believes that 
prosperity is a psychological state, and therefore 
depends on the standard of individual and social 
life. In any case, it can be said that benefits and 
welfare services are some forms of supplementary 
compensation that can provide reciprocal benefits 
for employers and employees.In other words, the 
welfare system of employees within the larger system 
is called compensation, with the difference that 
direct payments are not included. In fact, the welfare 
system comes out of the system of compensation 
for services and includes aspects that relate to the 
physical, psychological and social comfort of the 
staff. The concept of organizational well-being has 
gradually evolved over time (Maon, 2010). In the 
past, organizations were involved in the provision 
of safety and health products to meet the minimum 
legal welfare standards. But nowadays, with the 
intensification of economic development and in 
order to maximize profits from aids to compensate 
for services, organizations must apply the principles 
of proper administration of benefits (Simon, 2015, 
2018). Welfare activities should be designed 
and implemented with the precise planning and 
consideration of the following factors:
-  Compliance with employee needs;
- Targeting the specific and organizational 

development of the members;
- Ensure that employee participation in executive 

planning is as high as possible.
Organizations pursue multiple goals by designing 

welfare systems, and human resource specialists in 
the organization must have the knowledge of these 
goals and how to achieve them. But what is certain 

is that those who are employed by the organization 
for work do not spend hours working only because 
they receive money or benefits, but also seek to 
satisfy their social needs and being recognized and 
succeeded. Therefore, managers can use appropriate 
design to provide welfare services in order to monitor 
and influence the behavior of the organization and 
increase individual and organizational productivity 
(Backhausand Tikoo, 2004; Nishi, Lepakand Schneider, 
2008; Noe, Hollenbeck, Gerhart and Wright, 2017; 
Argyris, 2017). So providing welfare services should 
be motivating. In general, the proper design of welfare 
services can change behavior and motivate and thus 
increase productivity in the organization. `The issue 
of providing welfare services is one of the factors 
that are important in improving job relationships. 
Although the principle of service compensation 
has been accepted, it has attracted the attention of 
philosopher in this area. In designing such systems, 
different dimensions should be considered in order 
to prevent negative consequences and speed up the 
achievement of organizational goals. A review of 
some of the existing abnormalities in organizations 
shows that one of the important factors of their 
occurrence is the lack of comprehensive system of 
compensation for employees (Buonanno, 2005). 
These shortcomings can result in lower productivity, 
dissatisfaction, and leaving the organization, and also 
affect the employee’s decision to apply for a job, 
continue to cooperate, accept education, and so on. 
Given these explanations, it is clear that the provision 
of welfare services is obvious in the organization but 
the question is how to design a desirable system for 
providing welfare services in the organization. The 
basis of strategic human resource management is the 
existence of fit between people, modern activities, 
and components of the social system, organizational 
level strategies, and the level of business. Ultimately, 
the need to create this fit is the application of human 
resource architecture.  In other words, the human 
resources management architecture will increase 
the value added in human resources (Lepak and 
Snell, 1999). The philosophical basis of human 
resource architecture management is having a 
different look at different phenomena (Lengnick-
Hall, et al., 2009). As the all issues are not the same 
in the same community therefore they do not 
havesimillar solution. Accordingly, the management 
of the organization faces two questions, of treating 
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all the eployees in equal manner or deal with each 
individual and group in different ways. If the question 
is looked at from capitalism and cost-benefit analysis 
point of view, then the answer is clear. People who 
perform better have to win more. But if human view 
is taken into consideration, Humans, however, have 
similarities to each other, yet they are different. 
Therefore, justice can be considered in the provision 
of welfare services. The concept of justice is rooted in 
philosophical studies, political science, and religious 
education (Konosky, 2000). The sanctity lies in this 
value concept and its desirability in the minds of all, 
thanks to the interest of scholars of various fields 
of science, to study, identify, and theorize on this 
subject and to open it into new fields. In the area of 
organization, there is a lack of specialized study of 
justice, and the efforts made to achieve justice in it 
are still inadequate. Between 1963 and 1965, Adams 
(1965) founded the concept of organizational justice 
by presenting the theory of equality in the workplace 
(Rawls, 2009). Adams’ Theory of Equity, taken from 
the theory of social exchange (Cropanzano et al., 
2005; Cook et al., 2013) and the theory of cognitive 
heterogeneity, examines how people try to achieve 
fairness and justice in social exchanges. This theory 
is based on a comparative learning process in which 
each person in the organization compares his position 
with others in terms of the ratio of his outputs and 
inputs and in that way, the existence or absence of 
justice in the organization becomes apparent (Adams, 
1963). The development of the theory of equality in 
the 1970s led to the formation of a separate study 
area entitled Organizational Justice. Organizational 
justice implies the fairness perceived by the staff in 
the organization or the extent to which employees 
believe that they are treated fairly in the organization 
(Greenberg, 1994). The universality and ambiguity 
of this definition has led many scholars to explicitly 
clarify the elements of organizational justice through 
its identification. The advancement of researchers in 
this path brought about the emergence of a variety 
of organizational justice. The first recognized type of 
organizational justice was called Distributive Justice 
(Skarlicki and Folger, 1997). This kind of justice that 
emphasizes fairness in the distribution of rewards 
and organizational resources, supports the following 
three approaches for distributing the resources 
(Folger, 1998):

Equality approach: In Equality approach (Cook 

and Parcel, 1977), which is also called a merit-based 
approach, distribution of resources is proportional to 
the individual’s inputs to the organization. , Borger et 
al. (1972) referred to the need for reference structures 
to assess distributive justice and, in order to complete 
the theory of equality, put forward the theory of the 
value of their own situation. According to this theory, 
the distribution of rewards and resources in each 
organization should be in line with the rewards and 
resources prescribed in the social system.

Homology approach: According to Karnopp, et 
al., 2012, in this approach, the equal utility of the 
receipts of all individuals is insited, regardless of their 
inputs to the organization or their contribution to the 
achievement of organizational goals. 

Need approach
This approach refers to the differing needs of 

individuals to justify the different distributions of 
resources among them.Distributive justice can 
also be applied from the outset to an integrated 
approach. In this case, a balance between the three 
approaches mentioned is established. Of course, the 
weight of each of these three approaches will vary 
depending on the situation (Levental et al., 1980). The 
researchers found that how resources and rewards 
are distributed is not the only factor that motivates 
the sense of justice or injustice in the organization, 
and how decision-making on resource allocation 
plays a significant role. Science has led researchers 
to identify a new type of justice called “procedural 
justice” (Daileyl and Kirk 1992). Gradually, the 
concept of procedural justice, which confirms the 
need for fairness and justice in decision-making 
procedures, includeded four categories of theoryies 
of Personal profit model, Group value model,  
Judgment of justice theory (EA Lind, 2001) and 
Justice innovative model (Konosky, 2000). Therefore, 
it is clear that one can not base a single basis on the 
performance of welfare service. On the other hand, 
for the implementation of the human resources 
management model indigenous indices should also 
be considered (Hsu, 2008). This comprehensive model 
is designed to improve satisfaction and motivation 
in employees, in order to improve their working, 
physical and mental conditions.It is belived that 
this model is very much in line with other business 
strategies and human resources in the Municipality 
of Tehran and will be effective in achieving the city’s 

https://scholar.google.com/citations?user=clG4xHAAAAAJ&hl=en&oi=sra
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major objectives of serving the community. The 
municipality of Tehran, the largest municipality of 
Iran, has over 68,000 employees, which includes very 
diverse occupational and employment conditions. 
Designing and delivering a comprehensive welfare 
model that meets the needs and of these individuals 
is very challenging. The same diversity of human 
resources derived from the type of employment, 
diverse work activities for providing various services 
to the citizens of Tehran, determines the importance 
and necessity of creating a welfare service system for 
the employees of Tehran municipality. This research 
hs been conducted in Tehran, Iran in 2018.

MATERIALS AND METHODS

As the results of this research are expected to be 
used in policy and organizational planning therefore 
in terms of the purpose it is in the functiona and 
from the nature point of view, it is a descriptive-
survey. The study population is the employees of 22 
District of Municipality of Tehran. After extracting 
the factors from the research background, using 
the semi-structured interview and the open 
questionnaire, expert opinions were drawn and the 
original model was designed. Then, in the next step, 
using the second questionnaire, the main obtained 
factors were and their type, in interaction with 
other components, were exposed to the judgment 
of the expert group. This questionnaire is designed 
to extract the relationships between variables and 
determine the weight coefficients of the indices and 
determine the type and position of the factors in 
relation to other components. Measurement scale 
in this questionnaire was Likert five-point scale and 
designed for ease of response matrix. Validity of the 
questionnaire was confirmed by judgment and using 
opinions of experts and professors. The reliability of 
the questionnaire was approved using Cronbach’s 
alpha coefficient.

Data analyzing method
The process of data analysis is carried out in two 

main parts: First, to determine the relationships 
between the variables, the data from the questionnaire 
have been used with regard to the extent of the 
impact of the components on each other and based 
on that, expert group views have become measurable 
scales. Quantities obtained data are considered to 
determine the relationships between variables and 

the determination of coefficients in mathematical 
formulas. Second, the Process of system dynamics is 
followed in seven steps (Goodman, 1997; Forrester, 
1993; Luna-Reyes and Andersen, 2003; Van den 
Belt, 2004). The first is the definition of the problem, 
which must be dynamically presented in terms of the 
behavior of the variables. Conceptualization of the 
model is, in fact, an abstraction of the meanings of 
phenomena in the world of facts for the model, which 
is realized within the framework of variables and 
structures, and proceeds from a general to a minor 
level. Accessing and collecting information resources  
is very important therefore, modeling should provide 
model simulation information and results for use 
in decision making of system administrators and 
adopted evaluating policies. The role information 
in the formulation of feedback loops resulting from 
the exchange of information systems, is important. If 
the variable A, affects variable B, then how will the 
feedback loop affect the variable B on A? Structural 
feedback propositions are modeled on dynamic 
hypotheses and used to create the desired behavior of 
the phenomenon or at least to help it. These dynamic 
hypotheses are formulated in the conceptualization 
stage of the model, although the compatibility status 
in feedback structures are only possible after several 
replications in the conceptualization, formulation, 
simulation and evaluation phases. Determining 
the policies, procedures, and policies of the 
programs and policies adopted within the policy 
analysis framework are considered as components 
of the sixth step. In Step 6, goals, behaviors and 
feedback are used to test the success and failure 
of the model. The final step is the operation phase 
of the model. In step 7, decision making patterns 
are formed where the model is developed to 
introduce it. In summary, the steps of the process 
are described in Table 1.

RESULTA AND DISSCUSSIONS

Modeling, Simulation and Analysis with System 
Dynamics Approach

After extraction and refining of the components, 
based on the information obtained, the system was 
simulated and analyzed according to the existing 
status of welfare services in Tehran municipality. First, 
the causal-graphic diagrams depicted (Fig. 1). Then 
the flow diagram is designed in Vensim software (Fig. 
2). Finally, the model is simulated and its behavior 

https://scholar.google.com/citations?user=8wxFYlEAAAAJ&hl=en&oi=sra
https://scholar.google.com/citations?user=8wxFYlEAAAAJ&hl=en&oi=sra
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is analyzed. The variables of the model and their 
characteristics are given in Table 2. The reference 
model is shown in Fig. 2 and Fig. 3, shows the model 
after the data is being performed in the software.

The behavior of the variables of the system dynamics 
model in the present situation

Fig. 4 shows the behavior of state and 

auxiliary variables in the present situation in the 
implementation of the model. In the present 
situation, the motivation is steadily increasing and 
the level of quality of work life stays constant for a 
while and then increases slightly with a steep slope 
Job dissatisfaction is also relatively stable over the 
next few years and in the long term is declining. Also, 
productivity is rising with very little slope.

Table 1: Theoretical stages of modeling 
  

Row  levels           Tasks and Communications 
1  problem definition  Content of the problem and symbols 

The behavior of the variables and phenomena of the problem 
Model Goals 

2  Conceptualization of the model  Model Goals 
System boundary and model 
Feedback structure 

3  Model formulation  Feedback structure
Formation of mathematical equation 
Explaining the behavior of the model 

4  Simulation   Explaining the behavior of the model 
5  Assessment  Explaining the behavior of the mode

Modes and behaviors 
6  Analyze policies  Identify policies and guideline

Adapting policies with system facts 
7  Run the model  Formulating decision patterns

 
   

Table 1. Theoretical stages of modeling

 
 
  

Fig. 1: Characters of causality - disability   
  
  
  

Fig. 1. Characters of causality - disability
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Fig. 2: Stream-Mode model in the current state  
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Fig. 3: The dynamics of systems in the existing situation after running in the software 
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Table 2: Table of type and specifications of variables 
  

Variable  Abbreviation 
Type of 
impact 

Time of 
impacti 

Variable 
tType 

Motivation  Motivation  ‐ Immediate Mode
Dissatisfaction  Dissatisfaction  -  Immediate  Mode 
Burnout  Burnout  -  Immediate  Mode 
Efficiency  Efficiency  Favorable  Delay  Auxiliary 
Family services  Family services  Favorable  Delay  Auxiliary 
Improving financial services  financial services  Favorable Immediate Auxiliary
Function  Function  Favorable  Immediate  Auxiliary 
Quality of working life  QWL  Favorable Immediate Auxiliary
Commitment and responsibility  Commitment  Favorable  Immediate  Auxiliary 
Overtime and voluntary service  Overtime  Favorable Immediate Auxiliary
Improvement of entertainment services  entertainment services  Favorable  Immediate  Auxiliary 
The need to balance work and family  balance  Favorable  Immediate  Auxiliary 
Necessity of Improving Intra‐
organizational Services 

Intra‐organizational Services  Favorable  Immediate  Auxiliary 

Feeling deprived  deprived  Reverse Delay Auxiliary
Compare conditions with other 
organizations 

Compare  Reverse  Immediate  Auxiliary 

Necessity of Improving health services  health services  Favorable  Immediate  Auxiliary 
Increasing absenteeism and disability  disability  Reverse Immediate Auxiliary
Increasing conflicts and organizational 
tensions 

conflicts  Reverse  Immediate  Auxiliary 

Reduce Participation  Reduce Participation  Reverse  Immediate  Auxiliary 
Necessity of  creating  an intimate work 
environment 

intimate work environment  Favorable  Delay  Auxiliary 

Decrease Motivation rate  D.M.Rate  -  Immediate  Rate 
Increase motivation rate  I.M.Rate  - Immediate Rate
Increased dissatisfaction rate  I.D.Rate  - Immediate  Rate 
Decrease dissatisfaction rate  D.D.Rate  - Immediate Rate
quality increase Rate  I.Rate  -  Immediate  Rate 
quality decrease Rate  D.Rate  - Immediate Rate
 
   

Table 2. Table of type and specifications of variables

  
  

  
  

Fig. 4: The behavior of variables in the status quo 
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Fig. 4. The behavior of variables in the status quo
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Scenarios
After determining and validating the reference model, 

different scenarios for different variables and different 
conditions are investigated. To do this, the variables 
in the reference state are manipulated individually or 
simultaneously with other variables and the effect of 
these changes is compared to the mode of reference.

Scenario 1: Assessing the effect of improving health 
services on model variables

In this scenario, the behavior of variables has been 
examined by doubling the health services. The results 

presented in Fig. 5 showing, the greatest impact of 
this scenario on dissatisfaction and did not have 
much effect on other state variables. It also reduces 
job burnout.

The second scenario: the impact of improving financial 
services on model variables

In this scenario, the variables have been examined 
with threefold increase of financial services. This 
scenario has greatly impacted the increase in 
motivation and reduced dissatisfaction and increased 
productivity (Fig. 6).

 

 
  

   

   
 

Fig. 5: The Impact of health services improvement on the variables of the system dynamics model 
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Fig. 6: The Impact of Improving Financial Services on SD Variables 

   

Dissatisfaction
20

15

10

5

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Dissatisfaction : senario 2
Dissatisfaction : current

financial services
30

22.5

15

7.5

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
financial services : senario 2
financial services : current

QWL
20

17.25

14.5

11.75

9
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
QWL : senario 2 QWL : current

Motivation
200

150

100

50

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Motivation : senario 2 Motivation : current

deprived
5

3.75

2.5

1.25

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
deprived : senario 2 deprived : current

Efficiency
5

3.75

2.5

1.25

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Efficiency : senario 2 Efficiency : current
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Table 1: Theoretical stages of modeling 
  

Row  levels           Tasks and Communications 
1  problem definition  Content of the problem and symbols 

The behavior of the variables and phenomena of the problem 
Model Goals 

2  Conceptualization of the model  Model Goals 
System boundary and model 
Feedback structure 

3  Model formulation  Feedback structure
Formation of mathematical equation 
Explaining the behavior of the model 

4  Simulation   Explaining the behavior of the model 
5  Assessment  Explaining the behavior of the mode

Modes and behaviors 
6  Analyze policies  Identify policies and guideline

Adapting policies with system facts 
7  Run the model  Formulating decision patterns

 
   

Table 3. Summary of Developed Scenarios and Identification of the Best Scenario
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Scenario III: Assessing the impact of family service 
improvement on model variables

In this scenario, the behavior of variables has 
been studied with three-fold improvement of family 
services. The results presented in Fig. 7 show that this 
scenario enhances motivation but has not had much 
effect on other model variables.
Scenario 4: Assessing the impact of improving 
entertainment services on model variables

In this scenario, variables have been investigated 
by improving the equality of entertainment services. 
The results presented in Fig. 8 show that this scenario 
enhances the motivation and quality of working 
life, but has not had much effect on dissatisfaction. 
In addition, this scenario has reduced the rate of 
disability and absence and increased organizational 
commitment.

Fifth scenario: An assessment of the impact of improving 
intra-organizational services on model variables

In this scenario, the variables have been evaluated 
by improving the three-fold inter-organizational 
services. The results presented in Fig. 9 show that this 
scenario reduces dissatisfaction but has no effect on 

other state variables. In addition, the job burnout has 
also been downgraded.

CONCLUSION

Human resources are the most valuable capital 
of an organization, and managers are trying to 
provide motivation and productivity along with 
preserving the workforce. One way to motivate and 
increase productivity is to provide welfare services 
to employees. This research was conducted based 
on Adams’ theory of equality (1983). The purpose 
of this research is to design a desirable model for 
providing welfare services in the Municipality of 
Tehran. It is an applied, descriptive and survey type 
research. The process of data analysis was carried 
out in two stages: determining the relationships 
between variables and the dynamics of the systems. 
The results showed that, improving financial services 
has been recognized as an attractive scenario for 30% 
increase in productivity. Meanwhile, 38% increase the 
rate and 27% reduce dissatisfaction. Improvement 
of entertainment services due to the favorable and 
simultaneous increase in motivation and quality of 
work life has been identified as an optimal research 

    

    
Fig. 7: The Impact of family services improvement on the model variables 
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scenario. Improvement of health services has 
been identified as a weak scenario for not having a 
significant impact on state variables.

Suggestions:
In order to increase the motivation of employees 

in the organization in the case of impulsiveness and 
disinterestedness, the following are recommended in 
the order of priority:

1) Improving financial services; 2) Improving family 
services; 3) Improved entertainment services

When the organization faces employees’ 
dissatisfaction, the following are recommended in 

order of priority to reduce dissatisfaction: 1) Improving 
financial services; 2) Improving in-house services; 
3) Improving health services; 4) Improving financial 
services is suggested to simultaneously increase 
motivation and reduce dissatisfaction with the 
organization; 5) Improving intra-organizational services 
and improving health services is recommended to 
reduce job burnout in the organization; 6) Improving 
entertainment services to increase the quality of work 
life in the organization is recommended; 7) Improving 
financial services is recommended to increase 
productivity in the organization.

 
  

   

   
Fig. 8: The impact of improving entertainment services on the variables of the system dynamics model 

   

Dissatisfaction
20

16.75

13.5

10.25

7
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Dissatisfaction : senario 4
Dissatisfaction : current

Entertainment Services
90

67.5

45

22.5

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Entertainment Services : senario 4
Entertainment Services : current

QWL
30

22.5

15

7.5

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
QWL : senario 4 QWL : current

Motivation
200

150

100

50

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Motivation : senario 4 Motivation : current

Commitment
2000

1500

1000

500

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Commitment : senario 4 Commitment : current

Disability
200

150

100

50

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Disability : senario 4 Disability : current

Fig. 8. The impact of improving entertainment services on the variables of the system dynamics model



12

Drawing model of welfare services

ACKNOWLEDGEMENT

Expressing that this study has been carried out 
in Tehran Urban Planning and Research Center, the 
authors are highly appreciative of the cooperation 
of Municipality of Tehran and all the intellectual 
property rights of this study by support of Tehran 
Urban Planing and Research Center.

CONFLICT OF INTREST 

The authors declare that there are no conflicts of 
interest regarding the publication of this manuscript. 

In addition, the ethical issues; including plagiarism, 
informed consent, misconduct, data fabrication and/
or falsification, double publication and/or submission, 
redundancy have been completely observed by the 
authors.

REFERENCES
Adams, J.S. (1963). Towards an understanding of inequity. J. 

Abnorm. Soc. Psych., 67(5): 422 (1 page).
Adams, J.S., (1965). Inequity in social exchange. In Advances 

in experimental social psychology. Academic Press.,2: 267-
299 (33 pages).

   

   

   
 

Fig. 9: The improvement impact of intra-organizational services on the variables of the dynamic systems model 
 

Dissatisfaction
20

15

10

5

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Dissatisfaction : senario 5
Dissatisfaction : current

Intra-org.Services
200

150

100

50

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
"Intra-org.Services" : senario 5
"Intra-org.Services" : current

QWL
20

17.25

14.5

11.75

9
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
QWL : senario 5 QWL : current

Motivation
200

150

100

50

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Motivation : senario 5 Motivation : current

Function
200

150

100

50

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Function : senario 5 Function : current

Burnout
60

45

30

15

0
0 1 2 3 4 5 6 7 8 9 10

Time (Month)
Burnout : senario 5 Burnout : current

Fig. 9. The improvement impact of intra-organizational services on the variables of the dynamic systems model

https://psycnet.apa.org/record/1964-04111-001
https://psycnet.apa.org/record/1964-04111-001
https://www.sciencedirect.com/science/article/pii/S0065260108601082
https://www.sciencedirect.com/science/article/pii/S0065260108601082
https://www.sciencedirect.com/science/article/pii/S0065260108601082


13

Int. J. Hum. Capital Urban Manage., 4(1): 1-14, Winter 2019

Argyris, C., (2017). Integrating the Individual and the 
Organization. Routledge.

Backhaus, K.; Tikoo, S., (2004). Conceptualizing and researching 
employer branding. Career development international, 9(5): 
501-517. (17 pages).

Buonanno, G.; Faverio, P.; Pigni, F.; Ravarini, A.; Sciuto, D.; 
Tagliavini, M., (2005). Factors affecting ERP system adoption: 
A comparative analysis between SMEs and large companies. 
J. Enterprise Info. Manage., 18(4): 384-426(43pages).

Cook, K.S.; Parcel, T.L.,) 1977(. Equity theory: Directions for 
future research. Social. Inq., 47(2): 75-88 (14 pages).

Cook, K.S.; Cheshire, C.; Rice, E.R.; Nakagawa, S., (2013). Social 
exchange theory. In Handbook of social psychology. Springer, 
Dordrecht, 61-88 (29 pages).

Cook, K.S.; Hegtvedt, K.A., (1983). Distributive justice, equity, 
and equality. Ann. Rev. Sociol., 9(1): 217-241(25 pages).

Cropanzano, R.; Mitchell, M.S., (2005). Social exchange theory: 
An interdisciplinary review. J. Manage., 31(6): 874-900 (27 
pages).

Daileyl, R.C.; Kirk, D.J., (1992). Distributive and procedural 
justice as antecedents of job dissatisfaction and intent to 
turnover. Hum. Relat., 45(3): 305-317(13 pages).

De Decker, P., (2011). Understanding housing sprawl: the case 
of Flanders, Belgium. Environ. Plann., A: 43(7): 1634-1654 (21 
pages).

Folger, R.G.; Cropanzano, R., (1998). Organizational justice and 
human resource management. Sage. Vol. 7.

Forrester, J.W., (1993). System dynamics and the lessons of 
35 years. In A systems-based approach to policymaking. 
Springer, Boston, MA, 199-240 (42 pages).

Greenberg, J., (1994). Using socially fair treatment to promote 
acceptance of a worksite smoking ban. J. Appl. Psychol., 
79(2): 288 (1 page).

Greenberg, J., (1990). Organizational justice: Yesterday, today, 
and tomorrow. J. Manage., 16(2): 399-432(34 pages).

Goodman, M.R., (1997). Study notes in system dynamics. J. 
Operation. Res. Soc., 48(11): 1147 (1 page).

Greenberg, J.; Tyler, T.R., (1987). Why procedural justice in 
organizations? Soc. Justice Res., 1(2): 127-142 (16 pages).

Hsu, I.C., (2008). Knowledge sharing practices as a facilitating 
factor for improving organizational performance through 
human capital: A preliminary test. Expert Syst. Appl., 35(3): 
1316-1326 (11 pages).

Karnopp, D.C.; Margolis, D.L.; Rosenberg, R.C., (2012). System 
dynamics: modeling, simulation, and control of mechatronic 
systems. John Wiley and Sons.

Konovsky, M.A., (2000). Understanding procedural justice and 
its impact on business organizations. J. Manage., 26(3): 489-
511 (13 pages).

Lengnick-Hall, M.L.; Lengnick-Hall, C.A.; Andrade, L.S.; Drake, 
B., (2009). Strategic human resource management: The 
evolution of the field. Hum. Resour. Manage. Rev., 19(2): 64-
85(22 pages).

Leventhal, G.S.; Karuza, J.; Fry, W.R., (1980). Beyond fairness: 
A theory of allocation preferences. Justice and social 
interaction, 3(1): 167-218 (52 pages).

Lepak, D.P.; Snell, S.A., (1999). The human resource 
architecture: Toward a theory of human capital allocation 
and development. Academy Manage. Rev., 24(1): 31-48 (18 
pages).

Lind, E.A., (2001). Fairness heuristic theory: Justice Judgments 
as pivotal cognitions in organizational relations. Adv. Organ. 
Just., 56(8). 

Luna-Reyes, L.F.; Andersen, D.L. (2003). Collecting and analyzing 
qualitative data for system dynamics: methods and models. 
System dynamics review:  J. Syst. Dynam. Soc., 19(4): 271-
296 (26 pages).

Luthans, F.; Youssef, C.M., (2004). Human, social, and now 
positive psychological capital management: Investing in 
people for competitive advantage.

Nishii, L.H.; Lepak, D.P.; Schneider, B., (2008). Employee 
attributions of the “why” of HR practices: Their effects on 
employee attitudes and behaviors, and customer satisfaction. 
Pers. psychol., 61(3): 503-545. (53 pages).

Noe, R.A.; Hollenbeck, J.R.; Gerhart, B. and Wright, P.M., 
(2017). Human resource management: Gaining a competitive 
advantage. New York, NY: McGraw-Hill Education.

Maon, F.; Lindgreen, A.; Swaen, V., (2010). Organizational stages 
and cultural phases: A critical review and a consolidative 
model of corporate social responsibility development. Int. J. 
Manage. Rev., 12(1): 20-38 (19 pages).

Mikula, G., (1980). Justice and social interaction: Experimental 
and theoretical contributions from psychological research. 
New York: Springer-Verla. 167–218 (52 pages).

Radel, J., (2019). Human resources management and human 
resources development. Handbook of vocational education 
and training: Developments in the changing world of work. 
1-24 (24 pages).

Rawls, J. (2009). A theory of justice. Harvard university press.
Rawls, J., (2013). A theory of justice. Ethica, 581 (1 page).
Schappe, S.P., (1998). Understanding employee job satisfaction: 

The importance of procedural and distributive justice. J. Bus. 
Psychol., 12(4): 493-503(12 pages).

Simon, H.A., (2015). The proverbs of administration. Classics of 
organization theory. 6: 103 (1 page).

Simon, H.A., (2018). The proverbs of administration. In 
Democracy, bureaucracy, and the study of administration, 
Routledge. 38-59 (22 pages).

Skarlicki, D.P.; Folger, R., (1997). Retaliation in the workplace: 
The roles of distributive, procedural, and interactional 
justice. J. Appl. Psychol., 82(3): 434 (1 page).

Stewart, J.; Sambrook, S., (2012). The Historical Development of 
Human Resource Development in the United Kingdom. Hum. 
Resour. Develop. Rev., 11(4).

Van den Belt, M., (2004). Mediated modeling: a system dynamics 
approach to environmental consensus building. Island Press.

https://www.taylorfrancis.com/books/9780203788417
https://www.taylorfrancis.com/books/9780203788417
https://www.researchgate.net/file.PostFileLoader.html?id=55ef33d85dbbbd436c8b4577&assetKey=AS%3A271490285305876%401441739736901
https://www.researchgate.net/file.PostFileLoader.html?id=55ef33d85dbbbd436c8b4577&assetKey=AS%3A271490285305876%401441739736901
https://www.researchgate.net/file.PostFileLoader.html?id=55ef33d85dbbbd436c8b4577&assetKey=AS%3A271490285305876%401441739736901
https://www.emeraldinsight.com/doi/abs/10.1108/17410390510609572
https://www.emeraldinsight.com/doi/abs/10.1108/17410390510609572
https://www.emeraldinsight.com/doi/abs/10.1108/17410390510609572
https://www.emeraldinsight.com/doi/abs/10.1108/17410390510609572
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1475-682X.1977.tb00781.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1475-682X.1977.tb00781.x
https://link.springer.com/chapter/10.1007/978-94-007-6772-0_3
https://link.springer.com/chapter/10.1007/978-94-007-6772-0_3
https://link.springer.com/chapter/10.1007/978-94-007-6772-0_3
https://www.researchgate.net/profile/Karen_Hegtvedt/publication/249558474_Distributive_Justice_Equity_and_Equality/links/56ec581d08aed17d09f643d4.pdf
https://www.researchgate.net/profile/Karen_Hegtvedt/publication/249558474_Distributive_Justice_Equity_and_Equality/links/56ec581d08aed17d09f643d4.pdf
https://journals.sagepub.com/doi/abs/10.1177/0149206305279602
https://journals.sagepub.com/doi/abs/10.1177/0149206305279602
https://journals.sagepub.com/doi/abs/10.1177/0149206305279602
https://journals.sagepub.com/doi/abs/10.1177/001872679204500306
https://journals.sagepub.com/doi/abs/10.1177/001872679204500306
https://journals.sagepub.com/doi/abs/10.1177/001872679204500306
https://www.researchgate.net/profile/Pascal_Decker/publication/227472599_Understanding_housing_sprawl_The_case_of_Flanders_Belgium/links/5422acd90cf238c6ea6a7059/Understanding-housing-sprawl-The-case-of-Flanders-Belgium.pdf
https://www.researchgate.net/profile/Pascal_Decker/publication/227472599_Understanding_housing_sprawl_The_case_of_Flanders_Belgium/links/5422acd90cf238c6ea6a7059/Understanding-housing-sprawl-The-case-of-Flanders-Belgium.pdf
https://www.researchgate.net/profile/Pascal_Decker/publication/227472599_Understanding_housing_sprawl_The_case_of_Flanders_Belgium/links/5422acd90cf238c6ea6a7059/Understanding-housing-sprawl-The-case-of-Flanders-Belgium.pdf
https://books.google.com/books?hl=en&lr=&id=Y4g5DQAAQBAJ&oi=fnd&pg=PP1&dq=Organizational+Justice&ots=RmwemAu-Rp&sig=ttrhiSXlS5STkJqHh_qsLZdw8Mk#v=onepage&q=Organizational Justice&f=false
https://books.google.com/books?hl=en&lr=&id=Y4g5DQAAQBAJ&oi=fnd&pg=PP1&dq=Organizational+Justice&ots=RmwemAu-Rp&sig=ttrhiSXlS5STkJqHh_qsLZdw8Mk#v=onepage&q=Organizational Justice&f=false
http://matema.ujaen.es/jnavas/web_master/archivos/articulos forrester/forrester1.pdf
http://matema.ujaen.es/jnavas/web_master/archivos/articulos forrester/forrester1.pdf
http://matema.ujaen.es/jnavas/web_master/archivos/articulos forrester/forrester1.pdf
https://psycnet.apa.org/record/1994-31683-001
https://psycnet.apa.org/record/1994-31683-001
https://psycnet.apa.org/record/1994-31683-001
https://journals.sagepub.com/doi/abs/10.1177/014920639001600208
https://journals.sagepub.com/doi/abs/10.1177/014920639001600208
https://pdfs.semanticscholar.org/286e/6e25a244d715cf697cc0a1c0c8f81ec88fbc.pdf
https://pdfs.semanticscholar.org/286e/6e25a244d715cf697cc0a1c0c8f81ec88fbc.pdf
https://link.springer.com/article/10.1007/BF01048012
https://link.springer.com/article/10.1007/BF01048012
https://www.sciencedirect.com/science/article/pii/S0957417407003399
https://www.sciencedirect.com/science/article/pii/S0957417407003399
https://www.sciencedirect.com/science/article/pii/S0957417407003399
https://www.sciencedirect.com/science/article/pii/S0957417407003399
https://books.google.com/books?hl=en&lr=&id=rSVHAAAAQBAJ&oi=fnd&pg=PR11&dq=Seven+stages+of+system+dynamics&ots=u6aepp4POk&sig=kD-gxTos94Za9Gc_qsLVlvtjUG
https://books.google.com/books?hl=en&lr=&id=rSVHAAAAQBAJ&oi=fnd&pg=PR11&dq=Seven+stages+of+system+dynamics&ots=u6aepp4POk&sig=kD-gxTos94Za9Gc_qsLVlvtjUG
https://books.google.com/books?hl=en&lr=&id=rSVHAAAAQBAJ&oi=fnd&pg=PR11&dq=Seven+stages+of+system+dynamics&ots=u6aepp4POk&sig=kD-gxTos94Za9Gc_qsLVlvtjUG
https://www.sciencedirect.com/science/article/pii/S0149206300000428
https://www.sciencedirect.com/science/article/pii/S0149206300000428
https://www.sciencedirect.com/science/article/pii/S0149206300000428
https://www.sciencedirect.com/science/article/pii/S1053482209000035
https://www.sciencedirect.com/science/article/pii/S1053482209000035
https://www.sciencedirect.com/science/article/pii/S1053482209000035
https://www.sciencedirect.com/science/article/pii/S1053482209000035
https://www.scirp.org/(S(i43dyn45teexjx455qlt3d2q))/reference/ReferencesPapers.aspx?ReferenceID=1656024
https://www.scirp.org/(S(i43dyn45teexjx455qlt3d2q))/reference/ReferencesPapers.aspx?ReferenceID=1656024
https://www.scirp.org/(S(i43dyn45teexjx455qlt3d2q))/reference/ReferencesPapers.aspx?ReferenceID=1656024
http://www.academia.edu/download/7908776/hc_architecture_web.pdf
http://www.academia.edu/download/7908776/hc_architecture_web.pdf
http://www.academia.edu/download/7908776/hc_architecture_web.pdf
http://www.academia.edu/download/7908776/hc_architecture_web.pdf
https://books.google.com/books?hl=en&lr=&id=KQU_nqwIJv4C&oi=fnd&pg=PA56&dq=Judgment+of+justice+theory&ots=v72WrQsyPn&sig=af58s-cMh8Gyo80Y0Rsi9nvfQVU
https://books.google.com/books?hl=en&lr=&id=KQU_nqwIJv4C&oi=fnd&pg=PA56&dq=Judgment+of+justice+theory&ots=v72WrQsyPn&sig=af58s-cMh8Gyo80Y0Rsi9nvfQVU
https://books.google.com/books?hl=en&lr=&id=KQU_nqwIJv4C&oi=fnd&pg=PA56&dq=Judgment+of+justice+theory&ots=v72WrQsyPn&sig=af58s-cMh8Gyo80Y0Rsi9nvfQVU
https://digitalcommons.unl.edu/managementfacpub/154/
https://digitalcommons.unl.edu/managementfacpub/154/
https://digitalcommons.unl.edu/managementfacpub/154/
https://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1482&context=cahrswp
https://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1482&context=cahrswp
https://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1482&context=cahrswp
https://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1482&context=cahrswp
https://www.researchgate.net/profile/Ariadne_Tsambani/post/What_would_be_the_best_approach_to_support_leaders_in_processes_of_change_and_organizational_development_through_eLearning/attachment/59d6341579197b8077991c40/AS%3A377864680689667%401467101368871/download/51.pd
https://www.researchgate.net/profile/Ariadne_Tsambani/post/What_would_be_the_best_approach_to_support_leaders_in_processes_of_change_and_organizational_development_through_eLearning/attachment/59d6341579197b8077991c40/AS%3A377864680689667%401467101368871/download/51.pd
https://www.researchgate.net/profile/Ariadne_Tsambani/post/What_would_be_the_best_approach_to_support_leaders_in_processes_of_change_and_organizational_development_through_eLearning/attachment/59d6341579197b8077991c40/AS%3A377864680689667%401467101368871/download/51.pd
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1468-2370.2009.00278.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1468-2370.2009.00278.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1468-2370.2009.00278.x
https://onlinelibrary.wiley.com/doi/abs/10.1111/j.1468-2370.2009.00278.x
https://repository.library.georgetown.edu/handle/10822/785919
https://repository.library.georgetown.edu/handle/10822/785919
https://repository.library.georgetown.edu/handle/10822/785919
https://link.springer.com/content/pdf/10.1007/978-3-319-49789-1_99-1.pdf
https://link.springer.com/content/pdf/10.1007/978-3-319-49789-1_99-1.pdf
https://link.springer.com/content/pdf/10.1007/978-3-319-49789-1_99-1.pdf
https://link.springer.com/content/pdf/10.1007/978-3-319-49789-1_99-1.pdf
http://www.academia.edu/download/38030445/A_Theory_of_Justice-john_rawls.pdf
http://oriel.bplaced.net/tmpobjektivisten/Shafer-Landau-ed_2012-Ethical-theory.pdf#page=599
https://link.springer.com/article/10.1023/A:1025007307058
https://link.springer.com/article/10.1023/A:1025007307058
https://link.springer.com/article/10.1023/A:1025007307058
https://books.google.com/books?hl=en&lr=&id=lOTrBQAAQBAJ&oi=fnd&pg=PA103&ots=wRKDqgYMM0&sig=WPJDIi6Vy73uGsHrNMNzhcQaNBY
https://books.google.com/books?hl=en&lr=&id=lOTrBQAAQBAJ&oi=fnd&pg=PA103&ots=wRKDqgYMM0&sig=WPJDIi6Vy73uGsHrNMNzhcQaNBY
https://content.taylorfrancis.com/books/e/download?dac=C2017-0-70535-7&isbn=9780429501036&doi=10.4324/9780429501036-5&format=pdf
https://content.taylorfrancis.com/books/e/download?dac=C2017-0-70535-7&isbn=9780429501036&doi=10.4324/9780429501036-5&format=pdf
https://content.taylorfrancis.com/books/e/download?dac=C2017-0-70535-7&isbn=9780429501036&doi=10.4324/9780429501036-5&format=pdf
https://psycnet.apa.org/fulltext/1997-06155-009.html
https://psycnet.apa.org/fulltext/1997-06155-009.html
https://psycnet.apa.org/fulltext/1997-06155-009.html
https://www.researchgate.net/publication/254936546_The_Historical_Development_of_Human_Resource_Development_in_the_United_Kingdom
https://www.researchgate.net/publication/254936546_The_Historical_Development_of_Human_Resource_Development_in_the_United_Kingdom
https://www.researchgate.net/publication/254936546_The_Historical_Development_of_Human_Resource_Development_in_the_United_Kingdom
https://www.tandfonline.com/doi/pdf/10.1057/palgrave.jors.2600969
https://www.tandfonline.com/doi/pdf/10.1057/palgrave.jors.2600969


14

M. Baoosh and GH.R. Memarzadeh

COPYRIGHTS

Copyright for this article is retained by the author(s), with publication rights granted to the IJHCUM Journal.
This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution 
License (http://creativecommons.org/licenses/by/4.0/).

HOW TO CITE THIS ARTICLE

Baoosh, M., Memarzadeh, GH.R., (2019). Drawing model of welfare services in the Municipality of Tehran. 
Int. J. Hum. Capital Urban Manage., 4(1): 1-14.

DOI: 10.22034/IJHCUM.2019.01.01

url: http://www.ijhcum.net/article_34737.html

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/

	Drawing model of welfare services in the Municipality of Tehran 
	Abstract
	Keywords
	INTRODUCTION
	Need approach 

	MATERIALS AND METHODS 
	Data analyzing method 

	RESULTA AND DISSCUSSIONS 
	Modeling, Simulation and Analysis with System Dynamics Approach 
	The behavior of the variables of the system dynamics model in the present situation 
	Scenarios 

	CONCLUSION
	ACKNOWLEDGEMENT
	CONFLICT OF INTREST  
	REFERENCES


