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Abstract

Background: University, as the foundation of the higher education system and a center for the training of specialized and efficient human 
resources, needs to establish justice that fits with cultural and moral teachings.
Objectives: The present study aimed to design a justice-oriented organizational model with the approach of moral values in the Islamic 
Azad university of Sistan and Baluchestan.
Methods: This was a descriptive-analytical cross-sectional study. Quantitative data were collected with a researcher-made questionnaire 
with appropriate validity and reliability. In this study, 248 managers and employees were enrolled using a simple random sampling method 
based on Morgan’s table, and SPSS21 and Lisrel8.5 were utilized to analyze the data, applying factor analysis tests, Pearson correlation, and 
a structural equation model.
Results: The results showed that the four components of organizational communication, servant leadership, human resource 
management, and Islamic work ethics with the values of 0.94, 0.82, 0.76, and 0.76, respectively, had the most prominent roles; however, 
organizational ethical values had the lowest role with the value of 0.16, as evidenced by the justice-oriented organizational model with the 
approach of moral values.
Conclusions: According to the findings, it is recommended that managers improve the understanding of organizational justice on the part 
of employees through proper communication with the servant leadership style and based on fairness in human resource management 
functions and Islamic work ethical issues.
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1. Background
Organizational justice is a term used to define the role 

of fairness within an organization (1). Recently, organiza-
tional justice has become a widespread concern for many 
researchers. Organizational behavior and the realm of or-
ganizational theory suggest organizational justice as an 
important concept and organizational practice in mod-
ern organizational management (2-4). Organizations not 
only demand organizational justice for their employees 
but also maintain it in the whole organization, highlight-
ing the importance of organizational claims in organiza-
tional structure and culture. This is important not only 
for the well-being of individual employees but also for 
organizations themselves. Improving organizational 
justice may have a direct positive impact on the perfor-
mance and sustainability of any organization (5).

Research in the field of organizational justice is signifi-
cant since it is not only an important component for the 
well-being of employees but also a necessary element 
for an efficient and effective organization (2, 3). A system 
with plausible organizational justice will certainly con-
tribute positively to the sustainable productivity of the 
organization (3, 5). On the other hand, creating ethical 
values at the organizational level can upgrade organiza-
tional justice by affecting other organizational variables 
(6). Ethical workplace conditions arise when individuals 
or organizations act in ways that affect the welfare and 
rights of others. There is growing evidence that morality 
motivates various proceedings (7).

In this regard, researchers have recently directed their 
focus on investigating the factors affecting organization-
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al justice or its components and consequences. Studies 
have shown that characteristics such as gender, motiva-
tional status, moral frameworks, needs, values, ideals, 
and a person’s degree of sensitivity to justice affect his/
her perception of organizational justice (6).

A few studies have been done on organizational jus-
tice with the approach of moral values. In the research 
of Nouri Noukhandan and Ghorbani, who designed a 
model for boosting organizational justice with the ap-
proach of moral and cultural values among training staff 
in Mashhad, distributive, procedural, interactive, and 
linguistic components were suggested for justice, and 
for cultural-moral values, four other components were 
introduced, including cultural values, ethical leadership, 
professional ethics, and ethical atmosphere (8).

Tavangarmarvasti et al. also found that moral values 
had a direct effect on organizational justice (6). In addi-
tion, Derakhshide and Rezaie-Dolatabad concluded that 
the ethical behavior of employees had a strategic and 
constructive role in improving the relationship between 
organizational justice and job satisfaction of employees 
(9). Baharifar and Javaheri found that the moral values of 
the organization had a positive effect on procedural jus-
tice and distributive justice (10). Furthermore, Hamzah 
et al. reported that bolding the role of Islamic leadership 
in creating Islamic organizational culture, and Islamic 
work ethics had a profound effect on the performance of 
employees (11). Also, Hassi et al. concluded that Islamic 
work ethics positively and significantly affected the job 
performance of employees (12).

Nowadays, due to the comprehensive role of organiza-
tions in forming people’s social life, the role of organiza-
tional justice has become more observable. Understand-
ing justice in the organization is necessary to improve 
the performance and effectiveness of employees and will 

have a double effect on their job satisfaction. Although 
previous studies have examined organizational justice 
from different perspectives and sought to promote it in 
different organizations (8), there are few studies on this 
topic in Islamic Azad university as an academic organiza-
tion. 

2. Objectives
Since one of the goals of Islamic Azad university is to 

transfer cultural and moral values, the present study was 
conducted to design a justice-oriented organizational 
model with the approach of moral values in Islamic Azad 
universities of Sistan and Baluchestan province.

3. Methods
This was a descriptive-analytical cross-sectional study 

conducted using a researcher-made questionnaire. 
The statistical population included the managers and 
employees of the Islamic Azad university of Sistan and 
Baluchestan province, so a total of 248 participants (216 
employees and 32 managers) were evaluated using the 
Kendall formula and enrolled via random sampling 
based on the personnel list and using a table of random 
numbers.

3.1. Research Tools
The desired data was collected using a researcher-made 

questionnaire. To determine the content validity of the 
questionnaire, it was confirmed by 20 experts (academic 
& non-academic members and managers). To check the 
structural validity, the confirmatory factor analysis was 
used, and to measure the reliability of the questionnaire, 
Cronbach’s alpha method was employed, confirming 
that these parameters were at a favorable level (Table 1).

Table 1. Cronbach’s Alpha Values of Research Variables

Dimensions Cronbach’s Alpha Dimension Cronbach’s Alpha

Organizational justice 0.942 Leader-member exchange 0.945

Ethical leadership 0.950 Ethical values in the organization 0.939

Servant leadership 0.956 Ethical atmosphere in society and the 
organization

0.914

Human resource management 
system

0.908 Islamic work ethics 0.913

Organizational policies 0.938 Individuals’ beliefs about organizational 
justice and ethics

0.898

Organizational culture 0.914 Religious beliefs and moral framework 0.871

Organizational communication of 
employee

0.899 Ethical sensitivity 0.961

Confirmatory factor analysis was used to assess the 
measurement model and hypothesized factors. Based on 
this, the indicators of the questionnaire (203 indicators) 
were divided into six groups, 14 dimensions, and 27 com-
ponents. Organizational justice, leadership style, organi-
zational factors, communication factors, organizational 

ethical philosophy, and individual factors were the six 
main subgroups, each of which had its own unique di-
mensions. The final questionnaire included 203 items (14 
dimensions and 27 components) that were graded on a 
five-point Likert scale.
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3.2. Statistical Methods
To analyze the data, descriptive and inferential statistics 

(factor analysis, Pearson correlation, and the structural 
equation model) were performed in SPSS21 and Lisrel 8.5. 
For modeling, the structural equation model was used. 
The relationship of organizational justice with other sub-
groups and dimensions identified by factorial explora-
tion was investigated, and the hypotheses of the research 
were evaluated. To fit the model, the maximum likelihood 
method was utilized, and the variance matrix of the data 
was entered into the models as input information. To de-
termine the fit of the research model, fit indices, such as 
df/x2, RMSR, RMSEA, CFI, NFI, and IFI, were estimated. Af-

ter confirming the fit of the theoretical model based on 
the data, it was examined in the form of the relationship 
model and defined in terms of meaning and evaluation 
of the research hypotheses.

4. Results
A total of 248 participants (216 employees and 32 man-

agers), including 112 women and 136 men who were work-
ing in the Islamic Azad universities of Sistan and Balu-
chistan province (Zahedan, Khash, Chabahar, Iranshahr, 
Saravan, Zabol, and Nikshahr), were analyzed. The major-
ity of the respondents were male, with an age range of 26 
to 46 years and a work experience of 5 to 10 years (Table 2).

Table 2. Demographic Characteristics of the Participants

Characteristics Categories Number Percent Characteristics Categories Number Percent

Gender Female 112 45.0 Position Employee 216 87.0

Male 136 55.0 Manager 32 12.9

Age ≤ 25y 6 2.4 Work experience 5 - 10 y 133 53.6

26 - 46 y 144 58.0 11-15 y 63 25.4

26-56 y 73 29.4 More than 15 y 52 20.96

> 56 y 25 10.0

Based on the results of factor exploration analysis, the 
antecedents affecting organizational justice were the 
leadership style, organizational factors, communica-
tion factors, organizational ethical philosophy, and indi-
vidual factors. As presented in Table 3, the average score 

according to participants’ perspectives was 2.86 for orga-
nizational justice, 3.08 for leadership style, 2.86 for orga-
nizational justice, 2.98 for organizational factors, 2.90 for 
communication factors, 2.82 for organizational ethical 
philosophy, and 2.93 for individual factors.

Table 3. The Mean and Standard Deviation of the Scores of Justice-Oriented Organizational Variables Based on the Approach of 
Moral Values

Variables Mean Median Mode Standard devia-
tion

Groups Organizational justice

Dimension Organizational justice 2.858 2.907 2.32 0.5416

Group Method of leadership 3.0784 3.104 3.23 0.79811

Dimension Ethical leadership 2.738 2.75 3 0.939

Dimension Servant leadership 3.094 3.166 2.25 0.77022

Group Organizational factors 2.975 2.9652 1.64 0.58711

Dimension Islamic human resources management system 2.958 3.0179 3 0.63464

Dimension Organizational policies 3.184 3.219 3.8 0.79

Dimension Organizational culture 2.784 2.8571 3 0.83081

Group Communication factors 2.9042 2.9042 3 0.60993

Dimension Leader-follower relationships 2.7883 2.9 3 0.82677

Dimension Organizational communication of employees 3.02 3.01 2.4 0.60975

Group Philosophy of ethics in the organization 2.8222 2.818 3.39 0.64821

Dimension Development of moral values in the organization 
(the ethical system)

2.736 2.7143 3 0.93288

Dimension Existence of an ethical atmosphere in society and 
organization (ethical environment)

2.784 2.8571 3 0.83081

Dimension Islamic work ethics 2.945 2.9771 3.09 0.63296

Group Individuals’ factors 2.963 2.9611 3.73 0.6827



 Shahraki Sanavi F et al.

Health Tech Asmnt Act. 2022; 6(1).4

Dimension Individuals’ beliefs about organizational justice 
and ethics

2.749 2.8 3 0.95188

Dimension Religious beliefs and moral framework 2.812 2.08 3.2 0.82481

Dimension Moral sensitivity 2.327 3.333 3 0.81668

The results of the study showed that there was a direct 
and significant linear correlation between organization-
al justice and other components and dimensions in the 
Islamic Azad universities of Sistan and Baluchistan. As it 
is observable, Pearson correlation coefficients were 0.59, 

0.79, 0.74, 0.77, and 0.75 for the relationship of organiza-
tional justice with leadership styles, organizational com-
ponents, communication components, moral philoso-
phy, and individual components, respectively (P < 0.001) 
(Table 4).

Table 4. Pearson Correlation Coefficient Between Research Variables and Organizational Justice

Variables Organizational justice

Pearson Coefficient Level of Significance

Leadership styles 0.592 0.001

Ethical leadership 0.607 0.001

Servant leadership 0.609 0.001

Organizational components 0.796 0.001

Islamic human resources management system 0.687 0.001

Organizational policies 0.588 0.001

Organizational culture 0.604 0.001

Communication components 0.746 0.001

Leader-follower relationship 0.579 0.001

Organizational relations of employees 0.708 0.001

Ethical philosophy 0.774 0.001

Ethical values 0.607 0.001

Job ethics 0.690 0.001

Moral atmosphere 0.604 0.001

Individual components 0.754 0.001

Individuals’ beliefs about organizational justice and ethics 0.627 0.001

Religious beliefs and moral framework 0.608 0.001

Moral sensitivity 0.547 0.001

The values of fit indices showed the acceptable and fa-
vorable fit of the model into the research data, confirm-
ing the suitability of the model presented for explaining 

the relationship between organizational justice and the 
variables studied (Table 5).

Table 5. Degree of Fit of the Model

Model RMSEA X2/df RMR GFI AGFI NNFI NFI CFI

Appropriate 
Level

< 0.1 < 5 0.1< > 
0.80

> 0.80 > 0.90 > 
0.90

> 
0.90

Method of leadership Model values 0.078 2.49 0.052 0.87 0.83 0.97 0.95 0.97
Organizational fac-
tors

Model values 0.0608 2.689 0.84 0.8 0.95 0.93 0.96 0.95

Communication 
factors

Model values 0.082 2.67 0.69 0.84 0.8 0.96 0.94 0.96

Philosophy of ethics 
in the organization

Model values 0.069 2.18 0.06 0.84 0.81 0.97 0.95 0.97

Individual factors Model values 0.075 2.396 0.047 0.83 0.81 0.96 0.95 0.96
Based on the results of the model presented (Table 6), 

all ethical values had direct and significant impacts on 
organizational justice (P < 0.05). Therefore, all research 

hypotheses were confirmed. The highest level of influ-
ence was related to organizational communication with 
a value of 0.94, meaning that organizational communi-



 Shahraki Sanavi F et al.

5Health Tech Asmnt Act. 2022; 6(1).

cation boosted the level of organizational justice by 0.94, 
which was confirmed according to the significant value 

of 6.43 (Table 6).

Table 6. The Results of the Structural Equation Test of the Relationship Between the Dimensions of the Justice-Oriented Organiza-
tion with the Approach of Moral Values

The Relationship in the Conceptual Model Path Impact Factor T-Value P-Value Hypothesis

Servant leadership in the justice-oriented organization 0.82 4.97 < 0.05 Confirmed

Ethical leadership in the justice-oriented organization 0.39 4.34 < 0.05 Confirmed

Islamic human resource management based on the 
justice-oriented organization

0.76 5.83 < 0.05 Confirmed

Organizational policies on justice-oriented organization 0.21 3.1 < 0.05 Confirmed

Organizational culture based on the justice-oriented 
organization

0.17 2.75 < 0.05 Confirmed

Organizational communication of employees in the 
justice-oriented organization

0.94 6.43 < 0.05 Confirmed

Leader-follower relationship in the justice-oriented orga-
nization

0.17 3.3 < 0.05 Confirmed

Ethical values in the justice-oriented organization 0.16 2.18 < 0.05 Confirmed

Ethical atmosphere in the justice-oriented organization 0.22 3.03 < 0.05 Confirmed

Islamic work ethic based on the justice-oriented organiza-
tion

0.76 6.13 < 0.05 Confirmed

Individuals’ beliefs on organizational justice and ethics in 
the justice-oriented organization

5.14 0.29 < 0.05 Confirmed

Religious beliefs and ethical framework for the justice-
oriented organization

4.86 0.42 < 0.05 Confirmed

Moral sensitivity in the justice-oriented organization 3.75 0.41 < 0.05 Confirmed

5. Discussion
In the current study, the effects of servant leadership, ethi-

cal leadership, Islamic human resource management, or-
ganizational policies, organizational culture, organization-
al communication, leader-follower relationships, moral 
values, moral atmosphere, Islamic work ethics, individual 
beliefs about organizational justice and ethics, religious 
beliefs, framework ethics, and moral sensitivity were inves-
tigated in the justice-oriented organization. Based on the 
results of this study, all these components had a direct and 
significant role in achieving a justice-oriented organiza-
tion. The results of this study are consistent with the results 
of most similar studies. 

According to the findings of other studies, servant leaders 
can mentor the organization with their skills and knowl-
edge, as well as by providing strong arguments in leader-
ship. To make their final decisions and develop the vision of 
the organization, they should receive feedback from their 
employees and subordinates, and by creating a feeling of 
being valued, respected, and empowered, create a sense of 
justice in employees (13-18).

Also, the results of studies showed that ethical leaders 
could act as good role models in the organization and 
encourage other employees to learn and be the source of 
change. Also, university administrators can have a positive 
and thought-provoking effect on the development of the 
university by establishing justice and fairness. University 

leaders should clarify the measures and criteria of the de-
cisions made for employees and avoid discriminatory at-
titudes in their opinions and decisions (19-24). Similarly, 
studies by Mathur et al. (25), Gasseemzadeh et al. (26), 
Seyed Nazari et al. (27), and Shariati Feizabadi, and Rahimi 
(28) showed a negative relationship between organiza-
tional policies and justice-oriented organization, while in 
the present study, there was a weak positive relationship 
between these entities. Therefore, managers should try to 
keep a balanced political atmosphere in the organization, 
which can be achieved by understanding and establishing 
organizational justice.

In a study by Lee et al. (29), a relatively strong link was 
reported between organizational culture and justice-ori-
ented organizations; however, in the present study, this 
correlation was weak. Different communication methods, 
such as top-down, bottom-up, and horizontal communi-
cation, can be employed by managers and leaders. Thus, 
by communicating with employees, managers can keep 
themselves up-to-date with their affairs with subordinates 
and provide them with appropriate feedback on their per-
formance and duties so that employees can gain a better 
understanding of organizational justice (30).

In the studies of Montani et al. (31), AliNasab et al. (32), and 
Ahmadi and Bazarafshan (33), a relationship was noted be-
tween the leader-follower relationship and justice-oriented 
organization. However, in the present study, this relation-
ship was weak. The findings of Beharifar and Javaheri (10) 
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demonstrated a relationship between moral values and 
justice-oriented organization, which in the present study, 
this relationship was also weak. Numerous studies have 
noted that the ethical climate is an integral part of a justice-
oriented organization (26, 34-36); however, this relation-
ship was observed to be weak in this study. To improve 
Islamic work ethics, managers should respect the beliefs 
and opinions of employees, encourage them to express 
their opinions, clearly explain organizational policies and 
guidelines to employees, and keep administrative regula-
tions at a minimum level. The existence of Islamic work 
ethics among employees can enhance their attachment to 
and interest in their duties, as well as their perseverance & 
seriousness in work and human relations, establishing col-
lective and individualistic human spirit in the organization 
and, subsequently, organizational justice (37, 38).

Several studies have noted a relationship between indi-
viduals’ beliefs and organizational justice and ethics in jus-
tice-oriented organizations (39-41). This relationship was 
also observed in the present study; nevertheless, its effect 
was weak. Managers can hire human resources bound to 
comply with ethics and people who have had a history and 
desire to comply with laws and regulations during their so-
cial life. Employees with religious beliefs and ethical frame-
works generally consider boundaries around what they 
should or should not do, and this will help stabilize moral 
and religious behaviors and promote the growth and excel-
lence of ethics in the organization, which will ultimately 
lead to the establishment of organizational justice (42, 43). 
In addition, managers can acquaint new employees with 
the organization’s ethics programs, including ethical per-
formance as one of the decisive dimensions in evaluating 
their performance. Also, managers can develop appropri-
ate programs to improve employees’ moral sensitivity. 
Employees with higher moral sensitivity will treat their col-
leagues with more respect and move towards moral justice 
(44). In general, these findings show that every organiza-
tion needs a certain type of justice tailored to its nature, or-
ganizational atmosphere, and organizational personality. 
Regarding the religious and cultural foundations of our so-
ciety, the most important type of justice seems to be moral 
justice, which should be delivered. Based on these results, 
necessary mechanisms and platforms should be imple-
mented to fulfill the seven dimensions of ethical justice in 
organizations.

As it was observed, each of the ethical justice indicators 
comprised a specific dimension, some of which were re-
lated to the aspect of human resources (managers and 
employees of the organization); some were related to the 
organization (organizational structure, organizational 
atmosphere, and its characteristics); some others were re-
lated to organizational facilities and infrastructures (such 
as organizational software and hardware), and finally, 
some indicators were associated with management and 
leadership skills in the organization. Therefore, the neces-
sary platform for each indicator should be prepared and 
implemented in the organization based on the type of that 

indicator. All these indicators will be delivered by creat-
ing an appropriate platform and strengthening spiritual-
ity and ethics in the organization and, in the present case, 
the university. The environment of Islamic Azad university 
should be designed in a manner that can deliver a suitable 
platform for establishing ethical justice. Therefore, when 
students with different cultures and beliefs enter the uni-
versity, they can be trained on this platform and become 
members of this system. In this way, these people will take 
steps in the direction of promoting a justice-oriented orga-
nization. 

The four components of organizational communica-
tion, servant leadership, human resource management, 
and Islamic work ethics with the values of 0.94, 0.82, 0.76, 
and 0.76, respectively. Therefore, it is suggested to create a 
justice-oriented organization with the approach of moral 
values. The administrators of the Islamic Azad University 
should create effective and correct communication among 
employees so that managers interact with all employees 
equally and voluntarily. They should pay attention to all the 
problems and suggestions of their employees and solve 
their problems, which will increase employees’ perception 
of justice. Also, by applying the servant leadership style, 
managers should focus on long-term strategies, not on 
achieving their short-term benefits in the organization. In 
addition, they should promote a sense of social responsibil-
ity in the middle- and lower-level managers and employees 
in order to move towards justice and the excellence and 
improvement of the university. Furthermore, managers of 
the Islamic Azad university should pay more attention to 
justice and fairness in their human resource management 
functions and follow Islamic principles and values in their 
relationships in order to establish organizational justice. 
Also, they can increase the understanding of organizational 
justice on the part of employees through fairness in paying 
salaries and bonuses, compliance with organizational laws, 
respecting employees and treating them with honesty, and 
in general, compliance with Islamic work ethics.

5.1. Ethical Considerations
Ethical considerations, including maintaining confidenti-

ality in referring to sources, providing a legal letter of intro-
duction, explaining the purpose of the study and the roles 
of the researcher and participants, obtaining informed 
consent, and ensuring the confidentiality of information, 
were observed. The subjects entered the study voluntarily.

5.2. Suggestions
Studies in other provinces, universities, and communities 

can be conducted to obtain complete and accurate infor-
mation and to generalize the results of this research to the 
real world.
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