Available online at www.pelagiaresearchlibrary.com

<
o~ N ax
-E_KE_ Pelagia Research Library

A —

Library

European Journal of Experimental Biology, 2013, 3(8432-437
—_ ;
Pelagia Research

Library

ISSN: 2248 -9215
CODEN (USA): EJEBAU

Comparison of organizational justice and excellencketween the employees of
sports and non-sports offices in Alborz Province

Nader Soleimani,’Sirous Ahmadi and®Abbas Khodayari

'Department of Physical Education, Hamedan Branch, Islamic Azad University, Science and
Research Campus, Hamedan, Iran
?Department of Physical Education, Hamedan Branch, Islamic Azad University, Hamedan, Iran
3Department of Physical Education, KarajBranch, Islamic Azad University, Karaj, Iran

ABSTRACT

The aim of the present study was to compare organizational justice and excellence between the employees of sports
and non-sports offices in Alborz province. The study adopted a descriptive-analytical method. The population of the
study consisted of the employees of sports and non-sports offices in Alborz province. A number of 384 employees
were randomly selected as the participants including 150 sports and 234 non-sports employees. The data was
collected using Organizational Justice Questionnaire [5] and EFQM Organizational Excellence Questionnaire. The
reliability of these questionnaires was calculated in the pilot study to be 0.95 and 0.97, respectively. Mann Whitney
U test was run to analyze the data. The results showed a significant difference in organizational justice between
sports and non-sports offices in Alborz province. Non-sports offices obtained a higher mean score of organizational
justice than sports offices. There was also a significant difference in distributive and procedural justice between
sports and non-sports offices in Alborz province. However, there was no significant difference in interactional
justice between the offices. The results showed no significant difference in organizational excellence between sports
and non-sports offices in Alborz province although non-sports offices obtained a higher mean score of
organizational excellence than sports offices. In the end, a few recommendations are made for research and
application.
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INTRODUCTION

Nowadays, no one may deny the role of human ressufelR) management and its effect on achieving
organizational goals and appropriate managemeotgaizations. Since HR is considered as a stafagtor and
a main constituent of organizations and manageosildhdeal with various people, needs and motiveshan
organizational environment, HR management shoulpdié due attention in order to create an intimatendly
environment without confusion and disorganizatidh Pustice is one of the intrinsic, essential homaeds that,
when done appropriately, creates a suitable coritexsocial development. Consistent with the depmient of
societies, the theories of justice have developeblextended from religions and philosophy into etogl studies.
In this regard, organizational studies considetigasas the key to the sustainment of society, flmrkand progress
[15]. Ambrose et al (2002) contend that organizatlgustice has three important domains. Firsetirical terms,
the society expects that an organization followes sbcially-agreed-uponcriteria of justice since agmrs, as the
leaders of social institutions, are expected totrifeecriteria. Second, in commercial terms, wheaoge think they
are not treated fairly by the organization, theyyniack out the organization and its services. Sinhi, the
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employees may not do their best in the organizatonthat their dissatisfaction may reduce orgaitinat
productivity. Third, in legal terms, when customeesnployees and shareholders are not treatedfhirlythe
managers, they may pursuit the violation of jusiitghe courts of law [7]. HR constitutes an impoitt part of
organizational resources and capital, which is ickemed as a strategic factor in every organizafidre success of
every organization depends on the appropriate atilme of tools, equipment, money, raw material Bift] which is
viable only when organizations can align their esgpks’ abilities, competence as well as individarad collective
characteristics with organizational goals.Thuss iaid that organization is the orderly allocatafrindividuals to
achieve specific goals, which may be realized wihenleaders center their decisions on the policfaofbehavior
with employees [5]. The implementation of an appiap organizational excellence model is anothgoartant
constituent that management bodies need to follovthe organizational system. The excellence mosleh i
managerial structure that facilitates developmemt aptimization based on the main principles ariterga of
inclusive quality management and self-assessmeai sy It is an instrument to measure how well fstesns, self-
assessment and guidance are establishment in ¢famipation, which leads the way for managers torave
organizational and employee performance[4].

Organizational excellence is also a managementtstel that facilitates development and optimizatibrough
reliance on fundamental concepts and principleggls as the main criteria of inclusive quality mgeaent and
self-assessment system. An excellent organizatmrtiraally fulfills the expectations of stakeholdeand has
appropriate mechanisms to sustain this status. Nayg Continuous Quality Improvement and orgarczeti
excellence model are considered as the most impoidators in organizations. Organizational excelee model
enables the organizations to compare their cuaedtdesired status among themselves, recognizdiffeeence
and set to take corrective measures. EFQM exceleradel is the most famous model used particularurope
to manage businesses [3]. This model provides @madic framework for organizational performanceeasment
in terms of the results and enablers. RecognizZimegstrengths and weaknesses as well as improvaliés gn
organizations by using this model may produce aerntory of ranked plans for achieving improved perfance.
In the contemporary world, consistent with outstagdchanges in economic, social and technologicahains,
dramatic changes are also made in new managemst@nsy and procedures so that modern management has
adopted completely different attitudes as to howetmd an organization. Continuous Quality Improvetnand
organizational excellence models are two concelp&s have currently secured an important niche wbal
organizations [13]. Irrespective of the type ofidtt, size, structure and/or the level of successchieving its
organizational goals, every organization needs demagainst which to measure its amount of successaching
its business strategies and ideals. From amongtuels of organizational excellence, EFQM model d&tascted
the attention of Iranian researchers as it is #gddofor Iran National Quality Award. Due to itshgarehensive cycle
of continuous improvement, EFQM model may act asitable framework to improve the quality structurehe
organization. This cycle begins with a self-ass&sdrto recognize the status quo and the obtairedtse Based on
the results, organizations can decide where tosfdloeir maximum efforts to reinforce the enablersis to obtain
better results in future assessments. Followingndeessary corrective measure, the organizatioddwennduct a
self-assessment again to evaluate the resultsesttimeasures. Based on this self-assessment,stlits nmay be
selected for improvement and the cycle is resurigd [

Yagubi et al (2009) investigated the relationshipp@anizational justice with job satisfaction aodyanizational
commitment in the employees of select hospitalsfahan University of Medical Sciences. The ressittswed that
the mean scores of organizational justice, orgéinizal commitment and job satisfaction were 3.43+B.05+1
and 3.3+0.7, respectively, in the hospitals. Theas a significant relationship between organizaiqustice and
commitment as well as between organizational jastied job satisfaction. Ramin Mehr et al (2009kstigated the
relationship between perceived justice and orgéioizal citizenship behavior. They reported a sigaifit

correlation among the components of organizatigustice. Zarifi et al (2012) studied the relatioipsbetween
organizational justice and job involvement in th@erts with Physical Education Organization of iisi@ Republic
of Iran. The results of Pearson correlation cordffit showed a significant positive relationship vin

organizational justice and job involvement. Thauhessof student t test and one-way ANOVA showedsigmificant

difference in perceived organizational justice lbasa demographic variables including sex, work ermee and
the type of employment contract. However, there walifference in perceived organizational justioeoag the
employees based on the level of education. Moredbhere was no significant difference in the amoohjob

involvement among the employees based on demograalniables including sex, work experience, theetyp

employment contract and the level of education.Midtregression analysis revealed that distribujtistice could
predict job involvement.

The results of the above studies emphasize thertanpze of organizational justice in organizations affices as
well as the viable foundations for organizatiomaprovement and excellence.The studies on orgaoimdtjustice
have shown that perceived distributive justiceigmificantly associated with a variety of job behlwas including
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the amount of organizational commitment, organiz&tl citizenship behavior, absenteeism, the empkyteust in
managers, etc.Studies on the relationship of org#ional justice with other organizational variableuch as
organizational commitment, job satisfaction and like have been more intensive in foreign countrigkich is
noticeable both in the issue of justice and orgatiopnal excellence. The findings seem to suggesdjah efficiency
is highly dependent on employee job satisfactiontist job satisfaction is particularly important fareign
organizations and offices.Studies in Iran are ofi@rused on organizational leaders’ performanceegching
organizational excellence and justice, where tlsailte mostly suggest that the leaders’ performaumunt for
deficiencies or progress, With regard to organizetl justice, some studies have put more emphasishe
relationship between justice and organizational mitment. Some studies have reported the effectroédsions of
organizational justice on various aspects of jotisftion and organizational commitment. Theresgarcity of
research with the same topic as the present sAlthough some studies have addressed organizatiosiade and
excellence in sports offices, there have not beenparative studies on these issues. Thus, consigdthé existing
literature and previous findings, the present staiys to compare organizational justice and exceiebetween
sports and non-sports offices in Alborz provinaganlin order to delve into the issue using a défiftrapproach.
There is scarcity of evidence to show that orgaitinal excellence is addressed in sports orgaoizstand offices
in Iran. Therefore, this study purports to investégthis model in sports and non-sports officeAlborz province.
In this regard, the following questions are fornteth

- How well is organizational excellence model impleneel in sports and non-sports offices in Alborzvimoe?

- In what office or organization have managers andisiten-makers paid more attention to organizational
excellence?

- Is there any difference in the mean scores of argéinnal excellence in different offices in Albgorovince?

The present study examines these questions and sithdar questions that address and compare argaonal
justice and its dimensions including proceduradfributive and interactional justice in sports awath-sports offices
in Alborz province. Thus, the study aims to examinganizational justice and excellence in sport mon-sports
offices in Alborz province and to compare the staquo in terms of the justice and the amount oaoizational
excellence.

MATERIALS AND METHODS

The study adopted a survey design. The methodeo$tildy was descriptive-analytical. The theoretihework
of the research was determined using documentiémaiy) study and previous findings. Due to numesrsports
and non-sports offices in Alborz province, the dapian of the study was unlimited so that it was possible to
determine the exact number of employees with tledees. Thus, the population of the study consisté the
employees with all sports and non-sports officeglimorz province whose number is unknown. A numbeB884
employees with sports and non-sports offices inoAthbprovince were selected as the participants. ddta was
collected using Organizational Justice Questiomn§if] and EFQM Organizational Excellence Questidnena
generally referred to as the questionnaire of EemopFoundation for Quality Management and Natidradian
Productivity Organization.Organizational Justicee@ionnaire comprises 20 items addressing threerdiions of
organizational justice including distributive, peatural and interactional justice. EFQM Organizaldaxcellence
Questionnaire consists of 44 items addressing imewlsions of enablers and results including 9 &t total that
consists of leadership, policy and strategy, emgegy partnership and resources, processes, custeswfs,
employee results, social results and key performamsults. The items are on the Likert scale randiom
Completely (3), Significantly (2), Partially (1) tdever (0). The validity of the questionnaire wapmved of by
experts. The reliability of the scale was calcudatsing Cronbach’s alpha formula. Data analysis em@slucted
using SPSS 20. Both descriptive and inferentiatiststes were used to analyze the data. In this rggthe
respondents’ status and answers were tabulated Besides, the measures of central tendency (mand)
variability (standard deviation, maximum and minimscores) were used to describe the data. Considine type
of hypotheses and scales, Kolmogorov-Smirnov test min to examine the normality of the distributidiesearch
variables. The results revealed the non-normatibligton of the data; thus, non-parametric Mann tvéy U test
was run to analyze the data and examine the rdsbgpotheses.

RESULTS

The descriptive statistics of demographic dataakgethat, from among 150 sports employees, 56% weile and
44% were female. Of 243 non-sports employees, 6%n% 30.3% were male and female, respectively. The
majority of sports offices employees ranged in figm 31 to 40 years old, amounting to 46%. The eygés aged
20-30 and 41-50 constituted 28.7% and 20% of teparedents, respectively. In non-sports offices,nttagority of
respondents ranged in age from 31 to 40 yearsaohdunting to 42.7%. The majority of employees itht&ports
and non-sports offices had bachelor's degrees, titatiteg 54% and 68.4% in sports and non-sportscesf
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respectively. Most of the sports offices employead 1-10 years work experience, amounting to 578f#e 26%
had 11-20 years experience. 16.7% had 21-30 yéarsr& experience. In non-sports offices, howevee, majority
of employees had 1-20 years work experience. Tabikustrates the mean scores and descriptivesttati of
research variables.

Table 1. Mean and standard deviation of research viables for different groups

Sports offices Non-sports offices
Variable Mean SD Min. | Max. Mean SD Min. | Max.

Organizational justice 62.77 16.95 27 100 66.65 20.06 20 100
Distributive justice 14.86 4.69 5 25 16.14 5.52 5 25
Procedural justice 18.96 5.67 6 30 20.44 6.62 6 3(
Interactional justice 28.94 8.1 9 45 30.07 9.41 9 45
Organizational excellence| 2055.12| 808.58 99 3739 2066.48 951[72 D 3872
Enablers 1153.47| 427.08 33 2102 1184.27 52109 D 2169
Results 933.40 | 386.68 66 167 937.91L  463.50 D 1703

The table illustrates the mean scores, standarititay, maximum and minimum scores of the reseaesfables.
As shown in the table, non-sports offices obtaihiggher scores on all the research variables compavith sports
offices.

The results of Kolmogorov-Smirnov test of the nolitpashowed that the data was not normally distréoll Thus,
non-parametric Mann Whitney U test was run to arelthe data.

Table 2.Mann Whitney U test to compare the main andwuxiliary variables in the groups (sports and norsports offices)

Variable Mann Whitney U | P value Result
Organizational justice (main variable) 15360 0.031 brejected
Organizational excellence (main variable) 13710 0.841 bisupported
Distributive justice 14702 0.000 birejected
Procedural justice 14969 0.011 brejected
Interactional justice 15896 0.112 | kisupported
Enablers 14807 0.581 | kisupported
Results 15491 0.692 | kisupported

Considering Table 2 and the 0.05 level of signifi®, there is a significant difference in organal justice

between sports and non-sports offices. The meahksrahow that non-sports offices enjoy higher levels
organizational justice than sports offices. Howevkere is no significant difference in organizatib excellence
between sports and non-sports offices. There igrafisant difference in distributive justice beter sports and
non-sports offices. In this regard, there are hidgbeels of distributive justice in non-sports offs than in sports
offices. In fact, the mean rank ofdistributive jastis higher in non-sports offices.There is a ifigant difference in

procedural justice betweensports and non-sporisesff The mean ranking shows that non-sports affitave

higher levels of procedural justice than sportsceff.There is no significant difference in intei@cal justice

betweensports and non-sports offices, however. eTfeno significant difference in enablers betwpens and

non-sports offices. There is no significant diffeze in the results criteria between sports andspants offices.

DISCUSSION AND CONCLUSION

This study aimed at investigating organizationatifge and excellence in sports and non-sportsesfia Alborz
province in order to compare these two variablesvéen the two types of offices.In this study, oligational
justice was compared between sports and non-spffides. The results of examining the main resedwgbothesis
on the comparison of organizational justice in sp@nd non-sports offices showed a significanteddffice in
organizational justice between sports and non-spadfices. The mean score of organizational justias higher in
non-sports offices than in sports offices. In ttégard, non-sports offices employees think theytarated more
fairly in their workplace than sports employeesu3hthey have reported higher satisfaction witlir tjed and job
relations.According to previous findings, organiaaél justice is done when a comprehensive, inckugrowth is
considered for all employees. This is consisterl wie idea of Lind and Tyler (1988) who contenal thmployees
accept the decisions made out of fair treatmerterathan unfair methods. Organizational justicenam-sports
organizations denotes job satisfaction of the egg#e. Yagubi et al (2009), Seyed Javadin et al§g08mbrose et
al (2002) and Folger and Martin (1986) have rembrtieat organizational justice influences employegeds
satisfaction. Gilliland (1995) emphasized the rofeorganizational justice in preventing the intentito leave,
criticism of the work and tendency for displaceméifte results of comparing procedural justice betwsports and
non-sports offices revealed a significant differeme procedural justice between these two typesffides. Non-
sports offices obtained a higher mean score ofguhai@l justice than sports offices. Procedurdigassmphasizes
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how decisions should be made to look fair.lt comsdthe judgment of how justice is done in orgaional
procedures and the quality of behavior among opmgdional decision-makers and employees. Higherepexd
procedural justice in non-sports offices indicdtattthe leaders of these offices pay more heeahiaworal codes.
Comparison of distributive justice between sponsl aon-sports offices showed a significant diffeeerin
distributive justice between these offices. In thégard, non-sports offices obtained a higher mgaore on
distributive justice than sports offices.Distritugti justice indicates individuals’ perception of thestice in
distribution and allocation of resources and rewafgolger and Martin (1986) believe that distribatijustice
denotes the fair judgment of the distribution afuiés such as the amount of pay with promotion cearin an
organizational fabric.This theory originates frordains' Equity Theory. Adams emphasized the fairpesseived
of the results — the distributive justice. This dhe proposes that employees consider a relativanbal via
comparing their input-output with their colleaguésput-output as the desirable result. Konvsky &@rdpanzo
(1993) assert that distributive injustice occurewlindividuals do not receive the reward they ekpe®btain in
comparison with others’ rewards such as new pasitiesponsibility, power, reward and promotion. fresent
findings showed that non-sports employees felt drigtistributive justice than sports employees. Carispn of
interactional justice between sports and non-spiffises revealed no significant difference in natetional justice
between these offices. Both sports and non-spardayees had similar attitudes about interactigustice in their
respective offices. Interactional justice denotes social practice of procedures. Greenberg (188@)Lind and
Tyler (1988) consider interactional justice as ahmd that is transferred by leaders to subordinaléss, it is
determined via management behavior. This justi@ssociated with the aspects of communication gosach as
honesty, respect, trust and politeness betweersehder and recipient of justice. Since interactigustice is
associated with cognitive, affective and behavioealctions to management or superintendent, emgdotend to
show negative reactions such as quitting job wihery feel injustice in interaction. Comparison ofjamizational
excellence between sports and non-sports officesvesth no significant difference in organizationakelience
between the offices. Indeed, organizational exoeids implemented similarly in both types of odfic Besides, the
total score of enablers and results showed thabtfiees had average performance in organizatiexakllence.
Comparison of enablers in sports and non-sportsesffrevealed no significant difference in enableveen the
offices. In fact, the enabler criteria are impleteensimilarly in the offices. Khodadad Kashi (20G6und no
significant difference in enabler criteria betwe®8hahid Beheshti University and Tarbiat Moalem Ursitg of
Tehran. Comparison of results between sports amdsports offices showed no significant differennerésults
criteria between the offices so that they had sinperformance in terms of the results. KhodadashKg006) also
reported no significant difference in results eigebetween Shahid Beheshti University and Tarbaalem
University of Tehran.

Considering the present findings, it is recommenithed sports offices follow organizational excetlermodels to
make their programs efficient and improve theirlipaSports and non-sports offices may make re®imtheir

structure, rules and regulations and payroll statflareover, the planners and leaders of HR managemeéranian

organizations and offices are recommended to eageuthe organizations to release information orcessful

application of qualitative strategies as well as tidvantages of these strategies. Since using inaganal

excellence models in developing countries requinese accurate studies, it is recommended thatdudtudies be
conducted to answer the needs of domestic orgamzain this regard. It is suggested that reseaschenduct
studies on the association of organizational jestiad excellence with organizational commitmentiucet and

effectiveness.
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