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ABSTRACT

This paper intends to evaluate relationship betwerganizational justice and intention to leave im@oyees of
Sport and Youth Head Office of Tehran in lr@his was a cross sectional and population basedysas the sample
population included all employees of Sport and Wottead Office of Tehrar(N=180). There were two
guestionnaires used for data collection includinigeSter & Tad (2007) organizational justice questiaine and
Kaman (et al 1979) questionnaire to measure intento leave. The content and face validity of doeshires
were specified by the specialists and professorSpafit Management. The internal consistency of mirgdional
justice and intention to leave questionnaires wieited by Cronbach's alpha and estimated to be ar@40.84,
respectively. Descriptive statistics, kolmogorovirsov test, Spearman correlation coefficient and Itple
regression analyses were used for data analysesulReshowed a negative and significant relatiopdhétween
organizational justice and intention to leave inpayees (r=-0.2, P=0.03). Furthermore, there wasemative and
significant association between distribution justig=-0.193, P=0.037) and interaction justice (r=ZB0, *0.01)
with intention to leave. The results of regressimralysis showed that distribution justice predigiention to leave
of employees. In conclusion, the better justiceolganization managers, the lower intention to learaong
employees, and so more effectiveness, efficierttpetter performance of employees.

Key words: distribution justice, interaction justicg@roceduraljustice, multiple regression analyses, intention t
leave, employees

INTRODUCTION

Justice is the most important subject that has beegived great attention during long time. Jusica positive and
good moral being for changing the life of humannigeiAll societies are depending on justice; thewfany
discussion about it is one of the first necessiiesuman life. Justice is a base of human wisddinAny progress
and efficiency of organizations is mostly basedruporrect application of human force. Greater oizgtions will
face with greater problems for this purpose. [Zkla long time that specialists of Social Scienkddanagement
found out the importance of social justice as aessity for effectiveness in organizational procesg#] Certainly
there is no employee who may accept injustice andadd react to it. If he/she is unable to have @agction, it may
make him/her really burnout and depress. Promadioth maintenance of justice behaviors in organinatiand
among employees are really necessary for incregmsiive attitudes of employees, more loyalty, inaiton and
individual/group efforts accordingly. [4] In fagigople have various reactions against injusticeosiderable part
of the mentioned reactions are harmful for the pizgtion may be resulted into negative consequelfes

1564
Pelagia Research Library



Najaf Aghaeiet al Euro. J. Exp. Bio., 2012, 2 (5):1564-1570

On the other hand and upon increasing the competithd development of human resources, all orgaoizaare
trying to maintain their talented employees andcobrithem for benefiting from their high level ofrfmance. But
organizations are always worry about leaving thapitals and face with any losses. [6] In factealog, intention to
leave, and lack of motivation have different reasaiated to family and social problems that shdaaldind outside
the organizations.

Furthermore, any permanent absence and lack dhengresence at work would be considered as a l@vef of
reaction. But leaving the job is a more serioustiea which is highly considered by most researsitdrbehavior
sciences and organizational specialists. Any lepwh job by employees will create a lot of damadesthe
organization including more costs to find anothempkyee, training of new persons, and reductioprimduction
and beneficiary of the organization. [7]

It seems that feeling of injustice is another fastdich is really effective on burnout of employessl increasing
their interest to leave the job. Organizationatiggsmay point out to understanding of employeesuafairness and
justice behaviors. [8] In fact, organizational jostis a degree by which all employees find outrtiies, procedures
and organizational policies as justice as poss[Blelntending to leave affects in different waye tpotential and
final fate of the organization. [9] Prise (1977fided intention to leave as the exit of organizatmd a sign of non-
satisfaction. One of the greatest organizationabl@ms is intention to leave which is a shock foyamizational

process. It is really considerable for all managdrsrganizations to maintain and benefit from theiman forces.
[7] Intention to leave is when people make decigiorexit the organization. In other words, it ixlaange in

personal membership in the organization with a wadeye of changes. [10] Gol Parvar & Nadi (2010)ataeded in

their research that there is a negative and sagmifirelation between intention to leave with oigational justice,

distributed justice, approach justice, and transagtistice. [11]

Therefore, in case of any increase in organizatijustice and its factors, there will be a reduatia intention to
leave. Also Robert (et al. 1999) found out thatamigational justice has a negative relation witiertion to leave.
[12] On the other hand, there is a significant tieta between intention to leave and all three salesc of
organizational justice which are distributed justi@pproach justice and transaction justice. Tlaeee several
reasons for this association. First, people corclhdt they will not lose anything after intentimnleave. Second,
due to injustice behaviors they believe that orgation may not consider them any more. [13] Inye&r research
on 2969 employees at Finland, Elovainio (2004) ss=e the effects of organizational justice on nidmgalth of
participants and found that organizational justiffects employees’ health and therefore, reducsis éilhsences due
to health problemg14] Eric & Nancy (2008) found out that organizationastjce indirectly affects employee’s
decision for intention téeave. [15] After evaluation of different manage3sjleh (et al, 2009) found that distributed
justice, approach justice and transaction just@eeha negative and significant relationship withrencequest of
employees to intention to leave. [16]

In a research titled “Organizational Justice in iBpdDaniel (et al, 2010) indicated that there ipasitive and
significant relation between organizational justar@ job satisfaction. [17] In a research by Al&2810) it was
mentioned that employees’ job satisfaction may cedheir decisions to leave their job. In additibambert (et al.
2010) found that there is a significant relationwesen distributed justice and approach justice éth burnout
decisions to leave the job. [18] Later in 2011 ThemET al conducted a research to see if employees’
personality and justice perceptions can predickplace deviance in a sample of 464 employees wgriira large
retail organization. [19] They found that persotyat including a sixth factor called Honesty—Hutyiliand its facet
of trait Fairness— accounted for incremental vaxam deviance criteria beyond justice perceptidrisey also
suggested that organizations may benefit from pelgg-related interventions more than justiceteda
interventions in order to reduce their workplaceidece. In a research by Ademola (2012) on 200 eyegls at
Nigeria it was stated that organizational justies b considerable effect on intention to leave]. [20

Sport and Youth Head Office of Tehran have a grelatin promotion of sport. Needless to state #iabccupied
employees in these departments could be effectivéudher success or failure of organization arsbdlrther
success of sport in a country. It is really impott® have a good knowledge about justice situadioe efforts for
its improvement in sport organizations. This effaney cause development and progress of human farce
organization and further success of sport in a tgu®ood understanding of injustice may causerdestve effects
on group work because it may affect all effortthafman force and so their motivation. Therefore,dbgctive of
this study was to evaluate relationship betweeamiggtional justice and intends of employees todgabin Sport
and Youth Head Office of Tehran of Iran. We ch@séiran due to wide range of different fields of ripa@t this
province and a lot of sport facilities. In additjdhis not only the capital of country but is cateyed as the sport
capital of country as well.
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MATERIALS AND METHODS

Subjects completed two self reported measuresia®pa cross sectional study. This was a popuiatased study
as the sample population included all employeeSmdért and Youth Head Office of Tehran (N=180). 7
participants completed and returned the questioesaand shaped our study population. We used two
guestionnaires to collect data in this study: Fieester and Todd Organizational Justice Questiomr(2007).
This questionnaire has 3 dimensions including piaca justice (from question 1 to 13), distributijustice (from
guestion 14 to 17), and interactive justice (frouesfion 18 to 26). Questionnaire has 26 items aoth guestion
has a response option of 1 - 5 Likert scale whioige from very low to very high. Total score cob&lfrom 26 to
130. Second, Kaman (questionnaire of intentioréawé including 3 items, each with 1 to 5 likertlsganging from
completely disagree to completely agree. (Kantal,e1979).The content and face validity of quastiaires were
specified by the specialists and professors of tS@anagement. The internal consistency of orgaitinat justice
and intention to leave questionnaires was testealfitya Chronbach and reported to be 0.94 and Be8gectively.
Descriptive indexes and Kolmogorove Smirnove diad tests (for evaluation the normal situation d#ta),
Pearson, and Spearman correlation coefficientgf@atuation any relations among variables) and stpwmultiple
regressions (for evaluation any effects of a var@an of estimated ones) in SPSS software are eghtir further
data collection at significant level okB.05. Descriptive statistics (e.g., mean, standiendations, and frequency)
were calculated to describe the sample and sumendara. Kolmogorov-Smirinov test was used to vedéfa
normality. To verify the association between vadab Spearman correlation coefficients were useadtegorical
and continuous variables, respectively. Spearmeorselation was also used when data were continbotisiot
normally distributed. To find intention to leaveegictors, stepwise multiple linear regression wsedu Individuals
with missing information from the questionnaire waxcluded from the specific analysis. Statistiighificance
was considered for p values less than 0.05. Statistnalyses were performed using SPSS Version 20.

RESULTS

Results showed that 51 persons (%43.6) of conceznguloyees were male and 66 persons (%56.4) warelde
The average age of respondents was 37+7.88 irrébmarch. Regarding the marital status of emplojteess
specified that 28 persons (%23.9) were single éhgeBsons (%76.1) were married. The C.V. of emmeyghow
that 19 persons (%16.2) had 1-5 years of experj@&@ersons (%23.1) had 6-10 years of experieédit@ersons
(%26.5) had 11-15 years of experience, 23 persi®(7) had 16-20 years of experience and 17 per8oh4.5)
had more than 20 years of experience.

Table 1) The results of Kolomogorove Smirnove teso verify data normality

Variants N z Sig Test result
Organizational justicg 117 0.808 0.5832 Normal data
Intention to leave 117 1.66 0.008Abnormal data

To test if data were normally distributed the Koljpoov-Smirinov Test was used. Results in Table dwsthat
organizational justice date (z=. /808, p=. /532 aprmal and data of intention to leave (Z=1.660.B68) are
abnormal.

Table 2) Relationship between organizational justie and its dimensions with intention to leave (N=137

| distributive | procedural| interactional

Variant Index Organizational justicp justice justice justice
Intention to leave| Spearman correlation coefficient -0.198 -0.193 -0.110 -0.230
Significant level (p value) 0.033 0.037 0.239 0.01

Regarding the results in table 2, there is a negatnd significant relationship between organizatigustice and

intention to leave of employees (r=-0.198, P=0)038s0, the results of correlation coefficient glwthat there is a
negative and significant relationship between tlengonents ofdistributive justice (r=-0.193, P=0.037) and
interactional justice (r=-0.230,<B.01) with intention to leave. In addition, thewe rio significant relationship
betweerprocedurajustice and intention to leave. (r=-0.110, P=0)239

Table 3) The results of Durbin Watson test for indpendence of errors

Model | R Square] Regulated R Square  Standard daviatiB value| Durbin Watsor
1 0.084 0.06 2.81 0.01 1.79

Regarding the results of table 3, Durbin Watson ¢gmial to 1.79 that confirm regression test. Adow to the
results, only 0.084 of changes in intention to é&evreasonable by organizational justice in thisleh.
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Figure 1: Histogram diagram of the normality distribution of residuals

As it is presented in Figure 1, the histogram plad been used to test the normality distributioresiduals. Having
a mean of zero and standard deviation of 0.99 wuoefi the regression test.

Table 4) Regression analysis of organizational juse and intention to leave

Total of square§ DH  Average of squates - P value
Regression 45.947 1 45.947
First step | Remained 933.199 116 8.115 5.662 0.01
Total 979.145 114 0 ...
Regression 58.064 2 29.032
Second steg Remained 921.081 114 8.08 3.593 0.03
Total 979.145 11 ..
Regression 82.623 3 27.541
Third step | Remained 896.522 118 7.934 3.471 0.01
Total 979.145 11 ...

Regarding the results of regression test presentddble 4, there is a linear relation between badhiants of
organizational justice and job level £p.05).

Table 5) Regression for estimation of any interesis intention to leave

Non-standard coefficients  Standard Coefficient t P value
B Standard error| Beta

First step Fi_xeq rate 8.191 0598 | ... 13.706  0.001
Distributed justice| -0.156) 0.065 -0.217 -2.38 0.0

Fixed rate 9.06 093 | ... 9.74 0.001L

Second steg Distributed justice| -0.127 0.069 -0.177 -1.884  0.06
Approach justice -0.036 0.03 -0.118 -1.225 0.223

Fixed rate 10.433 1206 | ... 8.65PR 0.001
Third step Distributed_ jugtice -0.086 0.073 -0.12 -1.188 0.287
Approach justice -0.028 0.03 -0.093 -0.957 0.341

Interaction justice| -0.072 0.041 -0.173 -1.769  0.08

According to the table 5, the results of first stdpmultiple regression analysis showed that omjridbuted justice
has ability to predict intention to leave. As itsgen in the table one unit change or increaséstnhiited justice
intention to leave decreases by 0.217. As a reiuft, possible to reject any theory about equafficients and
fixed or zero quantity based upon t quantities sigadificant level. Therefore it is necessary togkeeentioned B
coefficients in regression equation. Then the regjom equation is as follows:

y=8.191 — 0.156 distributed justice
DISCUSSION AND CONCLUSION

According to the results of this research, it isiobs that there is a negative and significanttiatship between
organizational justice and intends to leave job.(E98, P=0.033) which is in parallel with the éswf Golparvar
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& Nadi (2010), Robert (et al. 1999), Elvianio (200&ric & Nancy (2008), Thomas (et al. 2011) andefubla
(2012). [11, 14, 15,19and 20] This means that iplelyees score higher on organizational justicer thecisions for
leaving job decreases. According to the resultkah (2009) it is obvious that those employees \oletieve their
organization has justice behavior with them, hastdp relations with the organization and try mfaneits progress
and developments.

Furthermore, when the employees were sure aboufusiteee behavior in the organization, they werereno
confident and satisfied in comparison with injustlsehavior. Results shown by Alam (ET al. 2010) dewifer (et
al. 2010) also indicate that when the employeessatisfied of their jobs there would be a reductiortheir
decisions for intention to leave. [21, 22]

In addition, Liew & Sharan (2008) reported thatréhes a negative and significant relation betwesaganizational
space and intention to leave. [23] Also the perbiynaf employees may modify considerably the nelatbetween
organizational situation and intention to leave.almesearch by Whisenant (2005) it was reportetittieae is a
significant relation between students’ understagdibout justice and their interests in continuatospecial sport.
[24] Prise (1977) stated intention to leave frorgamization can be due to the non-satisfaction bf j@] Since it
has been proved in this research that there igatine relation between organizational justice amention to leave
and since there are a lot of damages for the argton resulted from intention to leave (i.e. fimglianother
employees, training of new-hired employees andrthetialization from one side and also any reductio

production, functions and beneficiary of organiaation the other), it is proposed to all managersspdrt

organizations to focus on equal justice among @ipleyees for prevention from the foregoing acciderthey
should follow up justice in all steps of work amoalj employees in order to enable them to feeligastin

managerial system of organization and go forwaitth ailditional motivation.

According to the results, it is obvious that thera negative and significant relation betweenritisted justice and
intention to leave (r=-0.193, P=0.037) which isparallel with the results of researches of Gol Ba& Nadi
(2010), Salleh (et al. 2009) and Lambart (et al®0[11, 16, 18] This means that upon increasihmgdistributed
justice in an organization there will be a reductim intention to leave among all employees. Furtiwee,
according to the results of regression analysiss ibbvious that distributed justice has an impdrtaffect on
intention to leave. Fatt (et al. 2010) has stated there is a positive and meaningful relationvMeein distributed
justice and job satisfaction/ organizational connmeibt. [25] In addition, Jenifer (et al. 2010) repdrthat there is a
negative and significant relation between job $atison and organizational commitment and intentmfeave. [22]
It seems when there are positive understandinguadginent for employees about fair distribution ehbfits such
as salary and updating opportunity, employees lie justice behavior of their managers and supers and so
even without any allowance received from the orz@tion, they work better than their standard joteda and also
there is a reduction in their intention to leaveoagnthem.

According to the findings of this research theraadssignificant relationship between approach ¢astind intention
to leave (r =- 0.11, P= 0.239) which is in contragh the results of Gol Parvar & Nadi (2010), 8hli(et al. 2009)
and Lambart (et al. 2010) Aghaei(Et al.2012). [14, 18, 26] Perhaps such a result shows the laeffeftiveness
of approach justice on intention to leave and/ok laf application of approach justice in the orgation. Of course
with regard to the small sample size, it is notgilde to approve this result confidentially. Aiés been mentioned
in relevant literature, approach justice is a pssder specifying distribution of allowances. Alex&r & Ruderman
(1997) have shown that the feeling of justice in @ganization (distributer & procedure) directlyfeaits
replacement and intention to leave as well. [27]

In addition, the results also showed a negativesiguificant relation between interaction justicghnintention to
leave (r=-0.230, £0.01). Interaction justice has the most powerfldtren among all dimensions of organizational
justice with intention to leave. This is in paréieth the results of Gol Parvar & Nadi (2010), &iwio (2004),
Salleh et al. (2009) and Thomas et al. (2011). 141,16, 18] This means that more understandingtabteraction
justice among employees leads to a reduction Entign to leave among them. Klendauer (2009) hastioreed
that although there was a relation among all dinogssof organizational justice with commitment oAmagers but
interaction justice had the highest effect amorgist. [28] According to the results of Andrews (&T2008) it is
obvious that there is a positive and significarsoagation between interaction justice and groupecehce.[29] One
of the reasons for this association can be reltdethe gender differences as most concerned engdoyere
females (%56), so interaction justice had the rposterful relation with intention to leave. Regamglithis fact that
females in Iranian society more interact with otfenales rather than males, they may find betteletstanding
about justice in their organization and so redurctiointention to leave among them. Because asiorat before,
when there are better interactions among employkesto a unique and similar feeling, they helpheather to
solve their problems and have effective progresstds ideals of organization.
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It is proposed to all managers of Sport organizatitm have enough attention to the performancenpi@yees, do
not have personal prejudice, benefit from all decisnaking criteria, provide on time feedback aadsoning for
making any decisions, trust and respect the fell@amsl follow high level aspects in communicatiofdlskn order
to have effective progress towards more interagtistice in the organization. These help to redieeding among
employees for any intention to leave as well.

In conclusion, it is proposed to recognize and yapgtious factors for increasing organizationatigesin order to
reduce intention to leave among employees. Thisrig time would considerably increase the outputrmployees
and so organization. By a revision in salary arel ghocedure of payment in a way that create a coredation

between duties and commitments and employees’ negpbty, it is possible to increase justice orgation. This

would increase employees’ interest to stay longesrganization and try their best to reach the gaal ideals of
organizations.
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