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ABSTRACT

The present study explores the impact of orgamimatijustice perceptions on job satisfaction andarizational
commitment in Iranian sport federations’ employése results indicate that organizational justidéeats directly
employees’ overall organizational commitment andrall job satisfaction didn’t mediate this effegtocedural
justice has a direct effect on overall job satisifaiw, and both distributive justice and interactadrjustice have a
direct effect on overall organizational commitmemtocedural justice as well as interactional justibave a direct
effect on satisfaction with coworker and superyisdistributive justice has a direct effect on comtnce
commitment and interactional justice has a direatl@an indirect effect on affective commitment. Téteal and
practical implications of the results are discussed
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INTRODUCTION

Justice as a basic requirement for human soceéhbfs always been throughout history. Today dukegervasive
role of multilateral organizations in the socidé&lof human, the role of justice in organizatiomsriore pronounced.
Today's organizations are the miniaturization ofmpwnity and justice realizing in that could be atice
constitution in the community [1].

Organizational researchers have declared that ajéonal justice is a necessary demand for effecti
organizational management. Perceived organizatijoisite in the is predicted to influence employessmtiments
toward their job and workplace meaningfully [2]. Macompanies were also encountering intense clupdlerf
improving the employee’s job satisfaction, orgatimaal commitment to gain the competitive predomice and
maintenance of key employees in the organizatidn @8ganizations’ managers must be able to makgécpis
perceptions on employees at their organizationsik #he progression and improvement in it [1].Prospge
organizations realized that maintenance of empleyas considerable to support their leadership aodtly in the
bazaar [4].

Therefore, would be trying to improve the qualityfmuman resources; because this action will berwefth the
organization and is also beneficial to individudlsyal human resource, satisfied, consistent withdbjectives and
organizational values and tends to maintain a meshige organization that has activities beyond thesgribed
duties, can be an important factor in organizafieff@ctiveness. Existing such a force in the orgation is along
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with improvement of performance levels and easing rates of absenteeism, delay and staff termavd give th
best social seems of the organization prestigepaodides the context for organization growth andged@ment
Conversely, human resources, with low level ofsfatition, organizationicommitment to justice and less inclin
to leave the organization, not only move in oradeathieve organizational goals, but also are affgéh ignorance
of the organization's problems and between othkeagues. So in the last three decades ireat attention to this
and other related aspects research fiel(

Therefore one of them ain tasks of managing is taaiimg and developing a fair behavior between rgars anc
employee’s justice feel. Justice, particularly e tmany behaviors of rnagement of staffs (rewards distributi
supervisory relations, promotion and appointmestjmportant for employees. in the process of fahdvior
development and more importantly in shaping theirsg of justice, it is important to understand ho influence
behavior based on a scale of justice, satisfactgtaff motivation and commitment. With access toper
understanding of how to influence organizationatifge on various aspects of job satisfaction argamizationa
commitment, manager’snables to planning and managing appropriate messorerder to develop a sense
justice in their organizations. Therefore, the aii this study is to achieve this understanding ulfo an
experimental test of the effect of each dimensibmrganizatonal justice on dimensions of job satisfaction
organizational commitment [6].

Literature Review

Organizational justice is a concept expressed paores of employees about the extent to which thege treatet
fairly in organizations [7, 8] and hovwuch perceptions influenced organizational outcof@gsMajority of the early
organizational justice researches concentrated thmtwo factor justice model: distributive justiaed procedure
justice. Distributive justice is referred to aniwidual’s feeling of the justice, fairness or suitabilityaf allocatior
decision’s outcome. Procedural justice is an relegeof the procedures used to distribute the ouec®h But, we
aim that investigate another factor: interactignatice is associatewith employees’ perceptions about the attit
they have received during the organizational procesl application [10

As we mentioned above, justice perceptions als@ Heen linked to important outcome variables swshoh
satisfaction and organitzanal commitment [2, 3, 6, -23].

Although some reports showed insignificant relatip [5, 17, 19], but most studies found that orgmtional
justice is positively related to job satisfactidh p, 13, 1-18, 21] and organizational commitment [(3, 17, 21],
and also job satisfaction is positively relateatganizational commitment [6, 13, 17, 23]; so igemeral model w
presumed that organizational justice has a diréetteon job satisfaction and organizational conmneibt, and jot
satisfadion has a direct effect on organizational committneand so organizational justice has a indirectetfbn
organizational commitment (model

Job
Satisfaction

Organizational
Justice

Organizational
Commitment

Figure 1.Conceptualmodel 1: General impact of organizational justice
on job satisfaction and organizational commitment.

Job satisfaction is the degree of relationshiproémployee has for his/her job [13]. Organizaticc@hmitment is
the behavior took shape as a result of persoratioekhip with the organization and brought abbent todecide
to become a fixed member of the organization [Z4fee dimensions of organizational commitment darist 1)
Affective commitment (emotional attachment) is expéd as the emotional desire on the part of orgdioin’s
employer to stay in the ganization because of identifying themselves with brganization; 2) Continuan

4230
Scholars Research Library



Siavash K Sareshkeh et al Annals of Biological Research, 2012, 3 (8):4229-4238

commitment (cosbased) can be clarified as the situation that eyegl® aim to stay in the organization with
belief that their job opportunities will be limitehd thy will suffer financially if they leave the occupan; 3)
Normative commitment (obligation) can be describedhe state that employees do not leave the jeltcda mora
responsibility [24].

Reports indicated that distributive and procedjusticeswere influential in predicting employees’ job stdidion
[3, 11, 12, 20, 25] and organizational commitment]1, 12, 20, 25, 26], as it found that distribeijustice was
significantly related to satisfaction with pay, protion, the performance ajaisal, and organizational commitmt
while procedural justice were related to satistactwith supervision, self reported performance ajgat rating
performance appraisal, commitment, and job invokenj27] suggesting that by implementing just airm rules
and awards to all employees based on work and demqe without personal tendency, would have a ipes
procedural and distributive justice perceptiondieg to a higher satisfaction, commitment and imeatent. Som:
reports showed that proagml justice is a more important predictor of ja@tisfaction than distributive justice [2!
Some studies also found that moreover significasitive relationship of distributive and procedurstices with
job satisfaction [6, 16] and organizatioicommitment [6], the interactional justice had a eastatus [6, 16] or th
study in I.R.Iran Sport Organization (Ministry op&t and youth) found that organizational justicel d@'s three
dimensions (distributive, procedural and interawio justice) lad positive significant relationship wi
organizational commitment [19] and job satisfactfonpublished data). So, in a pal-general model we presum
that organizational justice dimensions (distribefiprocedural and interactional justice) hawdirect effect on job
satisfaction and organizational commitment, andgatisfaction has a direct effect on organizatiamehmitment
and so organizational justice dimensions have mdadeffect on organizational commitment (mode

) E—
Distributive
Justice

~ @@
Job

Satisfaction
N
Procedural
Justice

Organizational

| —
) Commitment
Interactional
Justice

Figure2.Conceptualmodel 2:impact of organizational justice
dimensions (distributive, procedural and interactional) on job
satisfaction and organizational commitment.

Beside, less in know about direct and indirect iotpaf organizational justice dimensions on satisfaction
dimensions and organizational commitment dimensiand also job satisfaction dimensions on orgardnati
commitment dimensions; The multiple regression ymiglstudy in I.R.Iran Sport Organization (Ministrf Sport
and youth) found thatrganizational justice and it's three dimensionsstfiiutive, procedural and interactiot
justice) had positive significant relationship wittrganizational commitment’s three dimensions ite,
continuance and normative commitment) [19] and gatbsfaction’s five dimensions (satisfaction with wao
coworker, promotion, payment, and supervisor) (lniphed data). Another study showed that dimensiof
organizational justice (distributive, proceduraldaimteractional justice) have significant mple relations with
overall job satisfaction and it's dimensions (datifon with work, coworker, promotion, paymentdasupervisor
[16]. However the dimensions of organizational cdtmment didn’t investigation, but a path analysisdst revealec
that dstributive justice had a significant impact on mlk organizational commitment, job satisfactiond:
satisfaction with promotion, payment, and supenviboth procedural and interactional justice havaeaningful
effect on overall organizational conmtment, job satisfaction and satisfaction with warkworker, and supervis
[6]; so that, we designed model 3.
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Figure 3.Conceptualmodel 3: impact of organizational justice dimensions (distributive, procedural and
interactional) on job satisfaction dimensions (satisfaction with promotion, payment, work, coworker, and
supervisor) and organizational commitment dimensions (affective, continuance, and nor mative commitment)

Therefore, it is necessary in spdiesleratior as trustee in athletics and professi@smrt: (whose its performance is
effective onnational and internatior arenas of sport promotion) more reseasctione i1 the field of performance-
related factors. Because timeentionel variables in the hypothetical modeks one of th affecting factors in
performance of organizations abdsed orcontradictions in the literature reviemgsult: for various methods of
simple and multiple correlatiopredictior and the low number of path analysis @b due tcthe lack of research
in this field in the national sporfederations, the questi is raised thabecause of observancethe importance of
justice in organizations, sportederation’: employees understanding from tleeganizatione justice, their
satisfaction with their jobsind how much is their commitment to the organizatimd how much would be i
impact on? In the ahead reseatbh patl analysis used for answ&r research questic and hypotheses testing.
Recommendations that provides from the resultshisf $tudycould be help to enhar the job satisfaction and
organizational commitment isport: federations which ultimately will lead to improvpdrformance and increased
human source productivity.

MATERIALSAND METHODS

Sample
Total number of 200questionnairesre randomly distributed among the Irani&port: Federation workers was,
165filled questionnaires returnadc finally 131 numbers were confirmed.

Instruments

Three major instrumentsOfganizational Justice, Organizational Commitment, job Satisfaction) were used to
examine the research hypothesThree demographic questions also are included @& dhestionnaire the
mentioned in the below.

4232
Scholars Research Library



Siavash K Sareshkeh et al Annals of Biological Research, 2012, 3 (8):4229-4238

Organizational Justice

Three dimensions of perceived organizational jesticere measured in this study: distributive justj2g],
procedural justice [7], and interactional justi@g With Cronbach’s alpha score.92, .86, .81 respelgt All of the
measures of justice used a 7-point Likert-typees@dth response categories (1 = Strongly Disagree;Strongly
Agree). There were no contrary scored items imtbasures of distributive, procedural or interactiqustice.

Organizational Commitment

Three dimensions of organizational commitment weeasured in this study: affective commitment, curdnce
commitment, and normative commitment [29] with Grach’s alpha score .76, .7, .83 respectively. Altiee
measures of commitment used a 5-point Likert-typ&les with response categories (1 = Strongly Dissgbe=
Strongly Agree). There were contrary scored itenlg m the measure of affective commitment (iteri®)4

Job Satisfaction

Five dimensions of job satisfaction were measurethis study: satisfaction with work (Cronbach’gted= 0.9),
satisfaction with coworker (Cronbach’s alpha= 0,88tisfaction with supervisor (Cronbach’s alpha#)0and
satisfaction with payment (Cronbach’s alpha= 0.8@}isfaction with promotion (Cronbach’s alpha 87). All of
the measures of job satisfaction used a 5-poinertilype scale with response categories (1= lowkest;highest).
There were no contrary scored items in the measiijed satisfaction.

Data analysis
The path analysis method applying SPSS softwaré tessexamine the three models of our research|/tarmative
method developed by Wright (1934) based on simpteraultiple regression analysis [30].

RESULTS

Descriptive statistics of demographic and resegactables represent in Tables 1 and 2 respectively.

Table 1. Descriptive statistics of demographic variables

Variable

statistics Age (year) Gender
21-30 31-40 41-50 Male Female
Percent 18.4 57.3 24.4 52.7 47.3

Table 2. Descriptive statistics of research variables

ariable Organizational Organizational
o Job Tenure Justice Commitment Job Satisfaction

—- 3 @
o [ o 5
S & c o ¢ ¢ 3] g =t 5
= =} o = ] =1 ~ ~ i) b 2
=3 i b3 = =} © = = 2 IS o
2 2 g g E € o Q o £
= 3] o g =] = = s Q & o
7] <] Q 5 c <] ] 5 S o
S [STE. 8 c © 7] =%
m  ©
© o N 0 © 1w 1
T T NNy © o o o o
Hoow g HoooH oy + + + + +
Mean (+SE) 13.33+.3 S m 0~ © 3 o © @ o o o
N g o« Y ¢ ~ N o o HA
N < < ; i ;
IR S & « ™ ®m o ® o
71.1 +.66 74.02 + .44 15.69 + .22

According to table 3 and figure 4, overall orgatimaal justice has a direct effect on overall oiigational
commitment (p = .27), but with non-casual effette ffinal effect is decreased (p = .255). Other patten’t
significant.
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Job
Satisfaction

Organizational
Commitment

Figure4. The path analysis of conceptual model 1. **: p valueissignificant at the
0.01 level. The dash arrows represent insignificant impacts.

Accordingto table 3 and figure 5, procedt justice has a direct effect on overall job satiséec(p = .18). Also
distributive justice and interactional justice havdirect effect on overall organizational commibtmgp = .21) anc
(p = .27) respectivelyput with nor-casual effect, the final effects of distributivestice and interactional justice
increased and decreased respectively [(p = .231)@r .246)]. Other paths aren’t significant. Biesiwith respec
to multiple regression results, theganizational justice dimensions predict the ovesedlanizational commitment
=.35, p =.001] and overall job satisfaction [128, p = .035

Job Satisfaction = 10.9.24 (Distributive Justice) + .18 (Proced Justice) + .16 (Interactional Juse)
Organizational Commitment= 62.6+ .21 (Distributiustice)- .08(Proceduralustice) + .27(Interactional Justi

Distributive
Justice

Procedural
Justice

Organizational
Commitment

Interactional
Justice

Figure 5.The path analysis of conceptual model 2. *: p valueis significant at
the 0.05 level. **: p valueis significant at the 0.01 level. The dash arrows
represent insignificant impacts.

According to table 3 and figure Both procedural justice and interactional justice hadérect effect on satisfactic
with coworker [(p = .24) and (p = .23)] and supsovi[(p = .19) and (p = .18)]. Also, distributiwes}ice has a dire:
effect on continuance commitment (p = .19) but vnon-casual effect, the final effect is decreased (14;
interactional justice has a direct (p = .25) andnalirect (p = .1) effect on affective commitmesg; that, with no-
casual effect, the final effect is increased (p =37). Other paths aren’t ignificant.
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Figure 6.The path analysis of conceptual model 3. *: p valueis significant at the 0.05 level. **: p valueis significant at the 0.01 level. The dash arrowsrepresent
insignificant impacts.
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Table 3.The path analysis of conceptual models

Direct Indirect Total Non- Final
Model Path Effect Effect Effect cause Effect
1 Organizational Justice to Job Satisfac - - 0 Nl 1
Organizational Justice to Organizational Commitment 27 - 27 -.015 255
Distributive Justice to Job Satisfaction - - 0 -14  -14
Distributive Justice to Organizational Commitment 21", - 217 021 23T
2 Procedural Justice to Job Satisfaction "8 - .18 - .18
Procedural Justice to Organizational Commitment - .03 - -.03 -.08 -11
Interactional Justice to Job Satisfac - - 0 1€ 1€
Interactional Justice to Organizational Commitment 27" - 27 -.024 246
Distributive Justice to Satisfaction with Promotion - - 0 -.12 -.12
Distributive Justice to Satisfaction with Payment - - 0 -.17 -17
Distributive Justice to Satisfaction with Work - - 0 .23 .23
Distributive Justice to Satisfaction with Cowor - - 0 -1 -1
Distributive Justice to Satisfaction with Superv - - 0 -1 -1
Distributive Justice to Affective Commitment - - 0 .01 .01
Distributive Justice to Continuance Commitment 19" - 19” -.05 14"
Distributive Justice to Normative Commitment - - 0 .19 .19
Procedural Justice to Satisfaction with Promotion - - 0 1 A
Procedure Justiceto Satisfaction with Payme - - 0 1z 12
Procedure Justice to Satisfaction with Wc - - 0 A& 15
3 Procedural Justice to Satisfaction with Coworker 472 - 24" - 24"
Procedural Justice to Satisfaction with Supervisor 19 - 19 - 19
Procedural Justice to Affective Commitment - .03 .03 -.01 .02
Procedural Justice to Continuance Commitment - -.02 -.02 -.03 -.05
Procedurz Justice to Normative Commitmg - -.02 -.02 .02 0
Interactional Justice to Satisfaction with Proma - - 0 A& 15
Interactional Justice to Satisfaction with Payment - - 0 .0 .0
Interactional Justice to Satisfaction with Work - - 0 .14 .14
Interactional Justice to Satisfaction with Coworker 23" - 23" - 23"
Interactional Justice to Satisfaction with Supeswis 18 - .18 - .18
Interactional Justice to Affective Commitment 25" 1 35" .02 37
Interactional Justice to Continuance Commitr - -.02 -.02 -.02 -.04
Interactional Justice to Normative Commitment - -.02 -.02 .04 .02
DISCUSSION

According to the results of our study, organizatiojustice affects directly I.R.Iran sport fedevat’ employees’
overall organizational commitment and overall jatisfaction didn't mediate this effect. Findinglidérature showed
that feelings of fairness and equality in orgarn@zainfluence directly intention to leave the orgation [6, 31].

Any sense of injustice and inequality before arfeaf trust and loyalty to the organization will beer shadowed
and perhaps for this reason the various studies baen reported the effect of this lack of truad &yalty on
increased Employee absenteeism and a shift inrtfenization.

Justice and fairness suggest opportunity to thelaraps to feel perception of membership which aergd as
organizational commitment [15].

Furthermore, we saw that three dimensions of orgdional justice can determine overall job satisfacoverall as
well as organizational commitment; so that previpusentioned Perceived organization justice is mftuéntial
predictor of both job satisfaction and organizabommitment [3, 11, 12, 14, 15, 17]. Beside, irs ttudy procedural
justice has a direct effect on overall job satitifex; and both distributive justice and interactibjustice have a direct
effect on overall organizational commitment. Thessults indicated that the unfairness perceptianscause negative
reactions to the organization, in consequence akyab satisfaction, commitment and turnover [3].

We found that procedural justice has a direct éffecsatisfaction with coworker and supervisor.mantioned in
literature review, procedural justice is an releaif the procedures used to distribute the outcf®hen order
that, when the outcomes distribute unfairness magherkers loss the satisfaction with togetherifiieat and the
loser of outcomes), and also with supervisors digttibute this outcomes. Furthermore, interactigustice has a
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direct effect on satisfaction with coworker and esyisor. Based on definition, interactional justiseassociated
with employees’ perceptions about the attitude thaye received during the organizational procedagslication
[10]; so that, justice distribute by supervisorsstdordinates and related to aspects of commuoitatiocedures
(courtesy, truth, veneration, etc.) between seaddrreceiver of justice [1]; so, it can affect therk attitudes such
satisfaction with coworkers and supervisors.

Indicated that the procedural justice is effectiweattitudes and behaviors associated with theesotganization for
example, employees trust to manager [32]. It setrat the staffs is in direct interaction with supsors and

managers behavior and cover it's by the basis afsidm making, communication style, and level ofvaeds

allocation, for judgments about the organizatiod Hreir jobs. These findings show the importancdenfelopment
and furnishing the behavioral skills of supervisansl direct managers. On the other hand, stafffaation highly is

influenced by perceived procedural and interactiqurtice. Although the staffs do not know relakés salary and
organizational position to the other colleaguegadnr organization (Although the social comparisonHigher sense
of equality is done with the same partners). Insgethey recognize his colleagues as blame fomtgualities in

decision making and communication in the organireti process. These results are particularly shthes
importance of feelings and justice perception irrkirgy relationships of staffs with together andiagamphasis on
developing communication skills of managers andleyges.

Also we observed that distributive justice has redieffect on continuance commitment and inteoaeti justice
has a direct and an indirect effect on affectivecatment.

Individuals in organizations accept that is a resdlifair method to decide instead result from imfaocedures
[33]. Moreover, those who accept organizationaisiens will be a greater willingness to cooperatthwnanagers
in the organization. Significant effect on in equaprocedural and interactional perception on cétment and a
sense of satisfaction of organization and also rsigm and managers is considerable. In other wdlasfindings
indicate that inequalities observed in decision imgkand tasks communication would extremely provtike
feelings of hatred of managers and organizatiohs. Staffs that may benefit from this type of comimation and
decision-making process, the hatred feel is inblétéor them. But this loss of equality perceptaam affect the less
salary or promotion satisfaction. In other wordgh@ugh the person is satisfied from the extenthefr rights, but
may be dissatisfied from the different organizatigorocess that led to source distribution and defines the work
relations, and this will be affected the amountl@falty to the organization and working relationshiwith
supervisors and colleagues. Feeling of un-satisfa@h salary and promotion when happens that lddée person
observe or perceive the inequality in a social camnsgpn process that this issue could be observatdgnificant
relationship between the distributive justice pptime and satisfaction in salary. But in same tittnat this social
comparisons is kept satisfied the person of thergand promotion, again the type of the inequaliyception in
organizational communication (interactional justiaed organizational decision making (Proceduréck)smay be
present and would affect the personal working bemaVhis study findings show that merely providiagrards or
fairly promotion to increase job satisfaction ig Baough even inequality may be felt in smallestydzehavior of
supervisors with colleagues. This feeling of indiiyaan increase the possible inequality in orgational decision
making, and both inequalities can affect the oVesatisfaction and perception of the organizatjob, supervisors,
and staffs and ultimately will intensify non-effee organizational behavior in the organization.

CONCLUSION

Due to the importance of human resources role hieaing the organizations strategic goals, esplgcigorts
federations that have a unique role in leading tryuathletics, attention to the affective factomsaittitudinal and
behavioral variables of the employees is neces®dayning to fulfill the three dimensions of orgaational justice
in the various sports federations (as an orgamzgtihas an obvious and strengthening effect dtudittal and
behavioral variables including job satisfaction aodyanizational commitment. The difference betweba
effectiveness of various dimensions of organizaiojustice on various aspects of job satisfactiomd a
organizational commitment is the part of this stuelsults that although not very strong, but it wigmificant, as its
obtained knowledge would be useful for managelisnfrove the organization's sense of justice. Reizirgg that
each of the dimensions of organizational justicactvtaffect the employee attitudes in the organizgtigive us
better understanding of organizational justice esgind dimensions and how to influence. The planfanilitates
measures for developing a better sense of justidethus facilitates the improvement of occupatioaad
organizational attitudes. So understanding thecgffeness of the various dimensions of organizafigastice on
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different type of organizational behavior such bsemce, handling and performance in Iran can beigedetter
understanding of organizational justice in proagBih can be a basis for future research.
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