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ABSTRACT

In order to examine the relationship between organizational justice and its relation with organizational commitment
of the staff in Directorate of Youth and Sport of Chahar Mahal va Bakhtiari, 150 staffs employed in the Office of
Youth and Sportsin Chahar Mahal va Bakhtiari were selected as sample (150=N ). To collect data, questionnaire of
organizational justice (Nihoof and Moorman 1993) and organizational commitment questionnaire (Allen and
Meyer, 1991) by a descriptive- correlation study were used. For the analysis of descriptive and inferential statistics
(Pearson correlation coefficient) confirmatory factor analysis was used. Based on the research findings, all of the
components of the organizational justice (distributive justice (0/515), procedural justice (0/567) and interactional
justice effect organizational commitment and there is direct and significant relationship between organizational
justice and its dimensions with organizational commitment. The obtained results like the findings from other
previous studies showed that the absence of organizational justice in any organ would cause lack of commitment in
any organization and also lack of job satisfaction.

Keywords: organizational justice, job satisfaction, orgatiznal commitment, Department of Youth and Sports

INTRODUCTION

Observing justice is one of important factors difeg organization durability and protecting its hkan the long
run. Observing justice is considered one of thétipal necessities of organizational behavior, lnseait enhances
interest, loyalty and trust of people to the orgation and adds to human and social investmeititeobtganizations
(Williams, 2004). The term "organizational justiosés first used by J. Greenberg (1987) in 1970mdrfeles and
Awamleh quoting Greenberg suggest that organizatigustice refers to the fair and equitable behawab the
organizations with their employees. (Muharram-Zad2012). In classification of organizational justithree
concepts of distributive justice, procedural justand interactional justice are raised. The digtidle justice refers
to attitudes and opinions of the staff about theability of what is received and obtained; distrilve justice is not
limited solely to the fairness of the payments, hwolves a broad set of organizational outcomgsgi@ades,
rewards, punishments, business applications, adgastand evaluations) (Seyyed Javadein et al, 2B883edural
justice refers to the perceived justice from prared and processes that through them the consespieme
specified, communicative justice is defined basedh® perceived justice from interpersonal relafops that in
this kind of organizational justice the fairnesstiof behavior of decision makers in the processrgénization
decision making is taken into consideration. Orgational justice is among the important organatparameters
and is associated with important organizationacesses such as job satisfaction and organizattmmamitment
(Muharram-Zadeh, 2012).
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If an organization wants to fully achieve its oltjee using a clear mission, optimal strategies,anizational
structures and efficient job design, competent@mmitted manpower is needed. Maryama et al (2@ddye that
"commitment is willingness to undertake continusas of activities and assets that leaving the dgfithe savings
would be eliminated." According to this definitim@ommitment to organizations is due to taking adwzgatof an
organization, and ongoing commitment and activitiisthe employee will rise through the lack of atheb

opportunities (Maryama, 2011).

Meyer and Allen examine organizational commitmentf three aspects: 1) affective commitment in whioh
employee's emotional attachment to identificatiath\and involvement in the organization's acti\gtie associated
with a positive feeling. 3 Continuous commitment, the commitment based duoing the organization and the
employee sharing the organization life. 3) nornateommitment, the passion people need to stay én th
organization (Mohammadian, 1389). Creating orgditinal commitment requires various organizational a
environmental personalities on the one hand, andhenother hand, it is a systematic commitment tvhic
necessitates the evolution of various aspects ef diganization including job design, leadershiplestsind
organization structure (Hashemi, 2010).

One of the reasons that illustrate the important@rganizational commitment is that the organizagiowvith
members of higher levels of organizational commitmesually enjoy higher performance, lower laterayd the
absence of their employees and in many casgnizations need people who try for the bendfthe organization
and beyond their defined duties (Nahrir Batool, @201

Knowing about the commitment of the staff in diffat stages of the human resource management prazass
form an appropriate basis for management decisicask of investigation about the employee committrierthe
organization will lead to increased costs due tviley jobs, employing new staff and lower perforoarand
sophisticated monitoring and control mechanismsr{@y 2007).

Social scientists long ago discovered the impogarfmrganizational justice as an essential fouaddor effective
organizational processes, because it is claimet jtistice is the first factor showing the health the social
institutions (Na'ami and Shekar-Shekan, 2004).ikgglstice in organization not only effects viearsd behaviors
inside the organization, but it is effective in ithevay of behavior with beneficiaries outside, esphy the
customers even influencing the behavior of theamasts with people and the organization (Seyyeddkina2008).
Andrew, Kim, Mc Mahuni and Hums (2009) showed thiatreased perception of justice leads to increased
commitment of the student athletes. Also Ghafod &vlparvar (2009) found that organizational juestand its
three components have positive and significantetation with the areas of organizational commitmBidtributive
justice is stronger than procedural justice in taay job satisfaction and organizational commitinavhich is
conflicting with the results of a series of studigerformed in advance regarding the role of procaduistice
stronger than organizational commitment: Folger, Kanovsky, M.A. (1989); Sweeney and McFarlane,9Q)9
Andrew, Kim, Mahony and Hums in their study invgated the relationship between distributive justicd
satisfaction, organizational commitment and orgatiinal citizenship behavior in student-athletesesiits
indicated that increased perception of justice detmdan increase in satisfaction and commitmerthénstudent-
athlete (Muharram- Zadeh, 2012)

Since the relationship between organizational camemt and organizational justice is investigatedniany
courses, in some occasions with remarkable reabtist these variables, the researcher suggesth¢hatechanism
of reduced performance due to organizational jastieduced organizational commitment as a jotudtits related
to individual and organizational performance amtrgstaff in Directorate of Youth and Sport of ChaNahal va
Bakhtiari province in Iran. In this research, thedl of organizational justice of the staff in Qiterate of Youth and
Sport of Chahar Mahal va Bakhtiari province andéiationship with organizational commitment is ewaed. Also
considering the fact that so far organizationdii¢esand its relationship with organizational cortm@nt among the
staff in Directorate of Youth and Sport of Chahaahdl va Bakhtiari province is not examined, whikeinig
essential for the effectiveness and efficiency w@iff sactivities, the researcher was motivated tofquen this
research.

MATERIAL AND METHODS

The study is descriptive correlation method. Thelgtconsisted of managers (74) and experts (7Bepartment of
Sports and Youth in Chahar Mahal va Bakhtiari tha to the small sample (n = 150) were all selebtedensus.
Variables measuring device: 1) Questionnaire pexpay the researcher that included demographicactexistics
(gender, age, marital status, education and wastoilyi) of the staff. 2) Organizational Justice Qisesaire for
which the questionnaire designed by Nihoof and Mmor was used (1993). This questionnaire measuecthtée
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components of organizational justice with 20 questi (5 items for distributive justice, 6 items fmrocedural
justice and 9 items for interactional justice). B¢ sum of the three dimensions organizationalgess achieved.
The internal reliability (Cronbach's alpha) for gtiens of distributive justice, 78 percent, for gedural justice
guestions, 82 percent, and for questions relatéatéoactional justice was 72 percent. The Cronlsaalpha for the
entire questionnaire was approximately 73%. 3) Oimgional Commitment Questionnaire for which the
guestionnaire designed by Allen and Meyer (19913 uwsed. This questionnaire measures the three cenimof
organizational commitment (affective commitmentedris, continuance commitment and normative comnmitr8e
items and normative commitment 8 items) with 24gtie@s based on 5-point Likert's scale spectrurgiranfrom
completely disagreed to completely agreed. Thisstienaire was used by researchers and Cronbalghia a
coefficient for emotional, continuous and normatubscales, were respectively reported 0/85, Q/B3.

To determine face and content validity and constvatidity of the experts' opinions exploratory arwhfirmatory
factor analysis was used. The results of exployatactor analysis for the scale of organizationadtice (KMO
=0.911, df =112, P =0.001) and organizational comant (KMO =0.920, df =131, P =0.001), was sigmifit
Confirmatory factor analysis for organizational tjce scale values were obtained (CFI=0.93, RMSEB5D,
GFI=0.92 , df=112 , p=0.003) and for organizatiomalmmitment were respectively obtained (CFl= 0.94 ,
RMSEA=0.056, GFI=0.93 , df=13 , p=0.001). Also tetefrmine reliability, Cronbach's alpha was usedciviihe
results were for the organizational justice quest@re ¢=0/73) and organizational commitment=0/82).
Cronbach's alpha coefficient of organizational ifgestquestionnaire was obtained 0/872 and orgapizati
commitment 0/892, which indicates the high religpibf these questionnaires.

In order to organize and to summarize the datagrigitive statistics; for inferential statistics, pdaratory factor
analysis; confirmatory factor analysis for inveatigg the construct validity; and multiple corréat tests were
used to investigate the relationship of organizsdi justice variable in the Department of Sparid Youth with
organizational commitment anahultiple regression was applied to determine thetrdwution of the predictor
variables (organizational justice) in predicting tbriterion variable (organizational commitmenoreover, the
tools used for data analysis consisted of LISREtistical software version 8/52 and SPSS versian 20

RESULTS

Table 1 shows General characteristics of the gidifepartment of Sports and Youth in Chahar MalaaBakhtiari
province and the demographic characteristics.

Table 1: General and demographic characteristics ahe staff in Department of Sports and Youth

percent| No. Group Variable percent| No. Group Variable
45/3 68 | Management Organizational rank 65/3 98 | Female Gender
54/7 | 104 | Expert 34/7 52 | Male
40/7 61 | 1to5 years 34/7 52 | less than 30 years
43/3 65 | 6to 10 years Working experience 32 48 | 31to 40 years Age
16 24 | 11to 15 years 33/3 50 | 41to 50 years
8 12 | Contractual 3/3 5 high school degreg
21/3 32 | Contractual Employment status 48/7 73 | associate degree Education
42/7 64 | Official test 30/7 46 | BA
28 42 | Formal contract 17/3 26 | MA
32/7 49 | maried Marital status
67/3 101 | single

Table 2: The correlation matrix between componentsf organizational justice and organizational commiment

Intgragtional pr_oce_dural Di;trib_utive Orggniz_ational organi;ational organizational justice and its dimensions
justice justice justice justice commitment
0/587** 0/567 ** 0/515** 0/ 617** 1 R
0/000 0/000 0/000 0/000 - Significance level
32/30 19/53 19/97 69/84 160/51 Covariance Organizational commitmen{t
25/50 16/70 16/47 58/68 81/21 Mean
4/07 2/71 3/06 8/94 12/66 SD
0/918** 0/871** 0/923** 1 **0/617 R
0/000 0/000 0/000 - 0/000 Significance level
33/49 21/16 25/27 79/92 69/84 Covariance Organizational Justice
25/50 16/70 16/47 58/68 81/21 mean
150 150 150 150 150 SD

The results of the data analysis showed that tisesesignificant relationship between organizatigustice and its
dimensions (distributive justice, (0/515) procedijustice (0/567) and interactional justice (0/5&f)(0/05> p)
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with organizational commitment. The direct relasbip here clarifies that: with more functional ciolesation of
the organizational justice in Department of Spod & outh, organizational commitment of the staffl wicrease.

Result of the multiple regression test with logéiito foresee changes in the variable of organizatiocommitment
through organizational justice variable, r2 =0/404ig@nificance at level (0/01), and significancdeatel (0/05> p)

and (F =32/64) and degrees of freedom (3 and Btewed that these variables can be significantigierd of
organizational commitment variable.

Results showed that 40% the changes related tmiaeginal commitment among the staff of Departnefrsport
and Youth in the Province is predictable by the ponents of the organizational justice, therefor \hariables
predicting organizational justice can predict thigedon variable. According to the beta valuesaitd, it can be
seen that the components of distributive justi€®061) cannot predict (organizational commitment)ilev the
component of procedural justice (0/398) and the pmmment of interactional justice (0/341) are ableptedict
organizational commitment.

To determine the extent of organizational justicedirtability of organizational commitment beta ffiméent was
used. The results are shown in Table 3.

Table 3: Regression coefficients of the componera$ organizational justice and organizational commitnent

ttest | Standardized non-standardized regression coefficients

significance statistic beta SD Parameter estimation Model
0/001 | 4/741 - 5/592 26/510 Organizational commitment
and the intercept (constant
0/668 -0/430 -0/051 0/486 -0/209 Distributive justice
0/001 3/975 0/398 0/311 1/238 Procedural Justice
0/01 3/341 0/341 0/476 1/591 Interactional justice

DISCUSSION AND CONCLUSION

In general it can be concluded that, as in othevipus studies, the lack of justice in each orgaion creates non-
commitment in the organization and job dissatisfexctn people. Directors before any decision shallassured of
organizational justice to prevent problems wittie brganization. The results of this study indidhtet between
organizational justice and organizational committreemd its dimensions there is a significant andightforward
relationship. This indicates that: the further therformance of Directorate of Youth and Sport oders
organizational justice for its staff, the furtheetorganizational commitment of the staff wouldr@ase.

The findings of this study are inconsistent witlke findings of Noorshahi et al (2005), but are cstesit with the
findings of Ghafouri and Gol-Parvar (2009). Theyastigated the relationship of organizational gesttomponents
with the organizational commitment the staff of thanicipality in the city of Isfahan and found tleganizational
justice and its three components have positivesigrificant correlation with any of the organizat# commitment
areas (emotional commitment, normative commitment @onsistent commitment). Besides, the resultaufiple
regression analysis showed that the three typesgafnizational justice (distributive justice, prdoeal justice and
interactional justice) had significant multiple oelation with organizational commitment. Also, hetresearch by
Javadin et al (2008), it was concluded that thelifigs indicated that the effects of different aspeof
organizational justice on organizational commitment its areas was different, and had been witfereifit
degrees. At the same time, any sense of justicesigmificant effect on organizational commitmenthg®ouri and
Gol-Parvar 2008) that the above results are ineagemt with the findings of this research. The causkethis
agreement could be sought in the establishmentstitg in such organizations or the skilled andish@a character
of the managers. Also, it is possible that thiseagrent is due to the type of samples in the stddieosimilar
conditions of work and the type of staff behaviothe organizations.

Justice processes play important roles in the azgdans and affect the quality of behavior withopke in the
organizations, their attitudes and commitmentshi® ¢rganization. Also regarding the cases thastifie the
importance of organizational justice and organtal commitment, it is suggested that managers gane
awareness about the variables of organizationgicgusind organizational commitment. Furthermores thu the
dependence of the efficiency and effectivenesshef drganization on the efficiency and effectivenesshe
workforce, especially managers, it is suggested tie effort to increase fairness, commitment aatis&ction
among the workforce be placed among the main taksganizationlt is suggested that fairness especially in
management practices (distribution of rewards timda, sponsorship, promotion and appointment)ontact with
the staff which is very important for them, wolilitrease organizational commitment and job satisfacand
would prevent low employee morale, and lack of ratton to try and work.
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